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DIAMOND SPONSORS

THE 2023 NOMINEES

PLATINUM SPONSORS

GOLD SPONSORS

AMS Ful!llment | Barnes & Thornburg LLP | BPM | Children’s Bureau | Child Care Resource Center | DTO Law | FilmLA | Gibson Dunn | Greenberg Traurig  
Hanmi Bank | Howard Building Corporation | Lockton Insurance Brokers | McGuireWoods | Mental Health America of Los Angeles | MMChr | Ori-gen 

PBS Engineers | Raines Feldman | Wedbush Securities | Woodcraft Rangers 

WEDNESDAY, MARCH 29 
JW Marriott | 8:30AM - 1:30PM PST

To register, visit labusinessjournal.com/events/deiawards

Join us in honoring the diversity, inclusion, and equity champions in the Los Angeles region for 
their ongoing efforts to advance diversity and inclusion in the workplace and business leadership. 
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LILLY D. ACUÑA
SPARK LA Program Leader

HNTB Corporation

GLENN AGONCILLO
VP, Constituent Experience

HUB International

ALEJANDRA ALANIS
CEO Action Racial Equity Fellow & 

IT Risk Consulting Manager
RSM US LLP

SAHAR ANDRADE
DEI& Leadership Consultant / Speaker

Sahar Consulting, LLC

OLAKUNLE AROWOLO
Director, Diversity, Equality & Inclusion

Actalent

RICHARD AYOUB
CEO

Project Angel Food

MICHAEL BANNER
President and CEO

Los Angeles LDC, Inc.

MATTHEW BARHOMA
Founder, Barhoma Law, P.C. 
Criminal and Civil Attorney,

Power Trial Lawyers

SREE BATCHU
Head of Community & Business Development

BioscienceLA

GARRISON BRASFIELD
CEO

Barsfield & Associates

MEDELL BRIGGS-MALONSON
Chief of Health Equity, Diversity and Inclusion 

for the UCLA Hospital and Clinic System
UCLA Health

PATRICK BUCHANAN
VP of Marketing
Good American

CAROLINA CARO
CEO

Carolina Caro LLC

JAY CATLIN
CEO

AMS Fulfillment

CHERYL CHANG
Managing Partner, Los Angeles Office

Blank Rome LLP

CYNDIE CHANG
Partner

Duane Morris LLP

CAROL ALEXIS CHEN
Partner

Winston & Strawn LLP

JENNIFER CHI
Founder and CEO
Live Good, Inc.

SHARON CHO
Vice President, DEI

Edelman

DERRICK COLEMAN
Principal

GHJ

MIGUEL CUSTODIO
Partner & Co-Founder

Custodio & Dubey LLP

HAYLEY DICKSON
Wealth Management Advisor

Northwestern Mutual

VINEET DUBEY
Partner & Co-Founder

Custodio & Dubey LLP

CHAMBERLAIN DURU
Diverse Business Manager, California

Burns & McDonnell

BONIQUE EDWARDS
Senior Consultant
Jones Inclusive

DR. APOLLO EMEKA
Founder/CEO

Apollo Strategy Group, Inc.

FERNANDO FLORES
Job Captain, Associate

Gensler

RUBY FLORES
Commander

Los Angeles Police Department

BREE FRANK
CEO

HUE You Know

TERRENCE FRANKLIN
Partner

Sacks, Glazier, Franklin & Lodise LLP

INDIVIDUAL NOMINEES
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Celebrating our differences
Our unique experiences, backgrounds, and perspectives help shape
how we approach the world and those around us. When we acknowledge 
those differences and understand how they bring us together, we all 
have cause to celebrate.

Wells Fargo is proud to celebrate the Los Angeles Business Journal 
2023 Diversity, Equity & Inclusion Honorees.

wellsfargo.com/donations

© 2023 Wells Fargo Bank, N.A. IHA-7500012
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KYMBERLY GARRETT
Chief People & Diversity Officer

Children’s Bureau of Southern California

ADRIAN GONZALEZ
Captain

City of Los Angeles

DIANA GONZALEZ
CEO; DE&I Lead

DEODATE

STACEY GORDON
Executive Advisor; Keynote Speaker; 

Author; DEI Strategist
Rework Work

ANDREA GREEN
Director of Operations

ThinkLA

TANYA GREENE
Partner

McGuireWoods LLP

WAYNE GUZMAN
Director, Sales & Outreach

Inland Empire Health Plan

SHEREE HARRISON
Director of Development & Communications

CBIZ

TIAUNIA HENRY
Partner

Gibson, Dunn & Crutcher LLP

BETH HILBING
Co-CEO
C-Sweet

ARASH HOMAMPOUR
Partner & Founder; Trial Attorney

The Homampour Law Firm

JOHN IINO
Chief Diversity Officer

Reed Smith LLP

DWAYNE ISAAC
Managing Director
Citi Private Bank

MONICA JARAMILLO
Co-Founder

LABEL The Agency

MARCUS JOHNSON
Senior Vice President;  

Senior Contact Center Manager
City National Bank

KWANZA JONES
Founder & CEO

SUPERCHARGED by Kwanza Jones

KEVIN JORDAN
SVP, Inclusion, Diversity & Community Outreach

Wedbush Securities

STEPHEN KANE
Vice President, California

Burns & McDonnell

SONIA SMITH KANG
Founder

Mixed Up Clothing

KATURI KAYE
DEI Director

Trucker Huss APC

MARI-ANNE KEHLER
Partner and Chief Strategy Officer

GHJ

VIVIAN KIM
Chief People Officer; General Counsel

Hanmi Bank

LETICIA KIMBLE
Partner

Raines Feldman

JENNA KNUDSEN
Managing Principal

CO Architects

MARY KOHAV
Vice President, Justice, Equity, Diversity 

& Inclusion and Community Engagement

The Jewish Federation of Greater Los Angeles

SHAUN KWON
Partner

Raines Feldman

CRISTOPHER LAPP
Founder & CEO

Accurate Property Tax Inc.

DIANNE LEE
Executive Director,  

Business Development and Strategy

Kitchell

LASHANA LEWIS
CEO & Founder

L. M. Lewis Consulting

DIANA LONDYN
Director, West Hollywood Network

Global Society for Female Entrepreneurs

INDIVIDUAL NOMINEES
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Connecting People,
Bridging Communities

The Sixth Street Viaduct connects historic Boyle 

Heights on the east side with the downtown Arts 

District on the west.

Sixth Street Viaduct  |  Los Angeles, California

The HNTB Companies

Infrastructure Solutions

hntb.com
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EDEN LUNA
Founder and CEO

Eden Luna Consulting

D. JASON LYON
Partner

Hahn & Hahn LLP

LANA MANGANIELLO
Managing Director

Equinox Strategy Partners

PATRICIA MARTINEZ
Professor of Management;  
Associate Dean of DE&I

Loyola Marymount University

MARK MASLIAH
Financial Advisor

Northwestern Mutual

MELANIE MAWEMA
Director of Administration, West Region

Barnes & Thornburg LLP

EMANUEL MAXWELL
Chief Talent and Equity Officer 
Los Angeles Philharmonic

LAUREL MINTZ
Founder/CEO

Elevate My Brand

JOHN MURILLO
Market President

Enterprise Bank & Trust

SABRINA C. NARAIN
Partner

Sanders Roberts LLP

DR. RITA OHAYA
Regional Supplier Diversity Director

Skanska USA Building Inc.

THEODORA OYIE
President & CEO

Mindful Integration of  
Construction Services

LOUIS PERRY
President, Kadima Security Services;  

Diplomat, ABC Homeland Security; Inspector, 
State of California Athletic Commission

MARQUIS PHIFER
Head of Cultural Marketing

Hillman Grad

GARY POLK
CEO

Polk Institute

BRADFORD POLLARD
Managing Director
Citi Private Bank

MASHI RAHMANI
CEO

MMChr

RISHI RAJANI
CEO

Hillman Grad

ELSA RAMO
Founder & Managing Partner

Ramo Law

STEVEN RAMOS
Captain

City of Los Angeles

ANGELA REDDOCK-WRIGHT
Employment Law Attorney; Mediator; 

Arbitrator; Investigator
Reddock Law/Judicate West

ERIN RICARDEZ
Director of Human Resources

CBIZ MHM

NIONA RICH
Managing Director

Vaco

KARINA RICO
Director of Marketing, West Region

Avison Young

SHERRY SEDIGHI
Director

Baker Tilly US, LLP

TANA M. SESSION
Organizational Development & DEIB 

Strategist; Founder & CEO
TanaMSession.com

KUNAL SHAH
President, CEO
PBS Engineers

IVELISSE SIMON
Managing Partner

Avante Capital Partners

CAROLYN COOKSEY SIMS
Senior Manager, Community and Climate Equity

Southern California Edison

MARK SMALLS
Diversity, Equity & Inclusion Consultant 

JAMS

INDIVIDUAL NOMINEES
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Providing  
Support to  
Small Businesses.

csun.edu/nazarianconsult
Learn more and apply at:

For over the past 40 years, the David 
Nazarian College of Business and Economics 
has served more than 300 small businesses 
and provided consulting that many have 
used with great success, often resulting in 
significant revenue and job growth for the 
region. With the hardships and difficulties 
brought on by COVID-19 to our local business 
community, we are here to provide help and 
support through free consulting services.*

Areas of consulting include: 

• Business Development
• Management
• Marketing
• Strategy

*Performed by Nazarian College students 
with oversight by an experienced team  
of Nazarian College faculty.

005-90_labj20230327_fullpages.indd   47005-90_labj20230327_fullpages.indd   47 3/22/23   11:58 AM3/22/23   11:58 AM



48   LOS ANGELES BUSINESS JOURNAL – BRANDED CONTENT       MARCH 27, 2023

DEREK STEELE
Executive Director

Social Justice Learning Institute

MELANIE STRICKLAN
Co-Founder & CEO

Slingshot Aerospace

QUENTIN STRODE
President and CEO

NEW Community Investments

BRIAN SUN
Partner

Norton Rose Fulbright

PHIL SUN
President; Managing Partner; Co-Founder

M88

SARA TERHEGGEN
CEO & Founder
The NBD Group

DEBORAH THORNE
Co-Director, West Hollywood Chapter

Global Society for Female Entrepreneurs

MARK TODD
Director of Strategic Partnerships / 

DEI Leader
Ori-gen

RICHARD VALENZA
Founder & CEO
Raise A Child

ALICIA VAZ
Partner; Chief DEI Officer

Cox Castle

EMILY BURKHARDT VICENTE
Partner; Co-Chair, Labor and Employment

Hunton Andrews Kurth LLP

KATHERINE VINSON
Senior Vice President;  

Second Line of Defense; Enterprise Change 
Management Lead

City National Bank

BETTY-LOU WISEMAN
President, West Coast

AMS Fulfillment

LACY WRIGHT
Executive Director

Hillman Grad

YUSUF ZAKIR
Chief Diversity, Equity and Inclusion Officer

Davis Wright Tremaine

RAFFI ZEROUNIAN
Partner; Los Angeles Market Leader

Hanson Bridgett LLP

INDIVIDUAL NOMINEES

CONGRATULATIONS TO THE LOS ANGELES BUSINESS JOURNAL’S 

DIVERSITY, EQUITY + INCLUSION AWARDS
2023 INDIVIDUAL NOMINEES
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optum.com/california
© 2023 Optum, Inc. All rights reserved. 22341 03/23

We’re strong for  
the years ahead
Health care made stronger
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AGENCY GUACAMOLE ALBRIGHT, YEE & 
SCHMIT, APC

ANALOG EVENTS ARMANINO LLP ATKINSON, ANDELSON, 
LOYA, RUUD & ROMO

AUTICON US

AVANTE CAPITAL 
PARTNERS

BE STRUCTURED 
TECHNOLOGY GROUP

BIOSCIENCELA BLACKLINE BPM LLP C-SWEET

CALIFORNIA CREDIT 
UNION

CARLTON FIELDS CHICA BEAUTY CHILD CARE RESOURCE 
CENTER (CCRC)

CHILDREN’S BUREAU OF 
SOUTHERN CALIFORNIA

CITYVIEW

CLARK CONSTRUCTION COMMUNITY BUILD, INC. CONVERGE FIRM CORDOBA CORPORATION DAVIS WRIGHT 
TREMAINE

DEODATE

DTO LAW EDMUNDS EXCEPTIONAL MINDS FARZANA NAYANI, 
CONSULTING & TRAINING

FILMLA GERBER KAWASAKI 
WEALTH AND INVESTMENT 

MANAGEMENT

ORGANIZATION NOMINEES
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Congratulations!

Quentin 
Strode

CEO of the Year
Nominee

DIVERSITY,
EQUITY +
INCLUSION

2023
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GLOBAL SOCIETY FOR 
FEMALE ENTREPRENEURS

GREENBERG TRAURIG, LLP GROUNDSWELL GROUP GRUEN ASSOCIATES HANSON BRIDGETT LLP HANSONLA

HELP ME HELP YOU HILLMAN GRAD HOK HOTEL PER LA HOWARD BUILDING 
CORPORATION

HUDSON PACIFIC 
PROPERTIES

HUE YOU KNOW INSTITUTIONAL ASSET 
ADVISORS

INTELLISWIFT 
SOFTWARE, INC.

JAZZ HANDS FOR AUTISM KLICKLY LENDISTRY

LOCKTON INSURANCE 
BROKERS, LLC

LOS ANGELES METROPOLITAN 
TRANSPORTATION 

AUTHORITY

LOYOLA MARYMOUNT 
UNIVERSITY

M88 MENTAL HEALTH AMERICA 
OF LOS ANGELES

MINTZ

MOSS ADAMS MULTICULTURAL 
BUSINESS ALLIANCE

NORTHWESTERN 
MUTUAL

NORTON ROSE 
FULBRIGHT

OLIVAREZ MADRUGA LAW 
ORGANIZATION LLP (OMLO)

OPTUM CALIFORNIA

ORGANIZATION NOMINEES
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ORI-GEN OTIS COLLEGE OF ART 
AND DESIGN

PACIFIC IVY LAW GROUP, INC. PANDA RESTAURANT 
GROUP

PARSONS CORPORATION PLAY EQUITY FUND

POLK INSTITUTE POLSINELLI QUIGLEY RED CLOUD LLC. RJT COMPUQUEST, INC. 
dba APOLIS

RSM US LLP

SAA INTERIORS + 
ARCHITECTURE

SANDERS ROBERTS LLP SCE NETWORKERS 
BUSINESS RESOURCE 

GROUP (BRG)

SHAWMUT DESIGN AND 
CONSTRUCTION

SKADDEN, ARPS, SLATE, 
MEAGHER & FLOM LLP

SKANSKA

SMART & FINAL STEM ADVANTAGE SUFFOLK THAI COMMUNITY 
DEVELOPMENT CENTER

TRIDANT SOLUTIONS INC. UCLA HEALTH

UNEST UNION STATION 
HOMELESS SERVICES

WOOD SMITH HENNING 
& BERMAN LLP

WOODCRAFT RANGERS

ORGANIZATION NOMINEES

CONGRATULATIONS TO THE 

DIVERSITY, EQUITY + 
INCLUSION AWARDS

2023 ORGANIZATION 
NOMINEES
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Recognized by the
Los Angeles Business Journal

for being a Diversity, Equity & Inclusion, 
Executive of the Year nominee.

CO N G R AT U L AT I O N S ,
K E V I N  J O R D A N

Kevin Jordan
SVP, Inclusion, Diversity 
& Community Outreach

Recognized by the
Los Angeles Business Journal

for being a Diversity, Equity & Inclusion, 
Executive of the Year nominee.

CO N G R AT U L AT I O N S ,
K E V I N  J O R D A N

Kevin Jordan
SVP, Inclusion, Diversity 
& Community Outreach
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By YOGA CHANDRAN, PhD, PE, GE

In the transportation industry, we recognize 
that achieving success in diversity, equity, and 
inclusion (DEI) is a long-term and evolving 

process. It starts with encompassing fundamen-
tal workplace changes that require open mind-

edness, plan 
development 
and adoption 
of new norms, 
along with ongo-
ing reviews to 

con!rm we are on track towards a fully sustain-
able DEI culture. 

As organizations, agencies, community part-
ners and others implement and strengthen DEI 
initiatives, we can clearly see that progress is 
being made and HNTB is committed to moving 
forward daily to be a better corporate citizen. As 
we re"ect on our programs, we are learning from 
prominent transportation organizations and 
incorporating best practices to move us towards 
a fully equitable future. 

Under the leader-
ship of CEO Steph-
anie Wiggins, the 
Los Angeles County 
Metropolitan Trans-
portation Authority 
(Metro) is an outstand-
ing DEI leader whose 
goal is a community 
that thrives because 
everyone has access to 
their destination and 
feels welcomed. Their 
approach ensures DEI 

is part of Metro’s DNA and a model for public 
agencies throughout the country.

Metro Transit’s Equity & Inclusion depart-
ment cultivates leaders who make the com-
munity stronger by offering services that are 
accessible, providing a welcoming experience 
and respecting the individual value of employ-
ees, customers, and community members. The 
team champions Equity & Inclusion by promot-
ing activities to make employees feel valued, 
respected as their unique selves, and supported 
in their work. 

Metro developed its Equity Platform frame-
work in 2018 to guide the implementation of 
equity within the agency. In 2020, the Of!ce 
of Equity and Race (OER) was launched to 
create tools, programs, and internal groups to 
increase “equity "uency” within Metro, and to 
ensure its work supports equitable results for the 
community. The objective is to use equity as the 
guiding principle as Metro partners with mar-
ginalized communities at the center of its work. 

The OER team leads Metro’s efforts to cen-
ter equity in its decision-making and continues 
to make great strides in understanding and 
implementing initiatives in support of DEI in 
transportation.

They reach out to Community Based Orga-
nizations (CBOs) to better understand local 
concerns and needs from those who live and 
work in their communities and are considered 
trusted leaders. With their support, Metro is 
reaching a much deeper level of understand-
ing than if they followed traditional outreach 
efforts.

Monthly, the Metro Board of Directors are 
informed of any equity issues that may be asso-
ciated with a Board Action. A separate section 

is included in Board items that demonstrates 
staff has applied an equity lens to any item that 
might affect the communities it serves. 

An early adopter of President Biden’s “Jus-
tice 40” initiative, Metro continues to go above 
and beyond its guidelines with educational and 
community involvement. They believe all stu-
dents, regardless of their circumstances, deserve 
an equal chance to pursue their career dreams. 

Metro recently participated in HNTB’s 
annual SPARK LA educational outreach pro-
gram that supports a STEM curriculum aimed 
to attract more students to pursue degrees and 
professions in the !elds of science, technology, 
engineering and mathematics, highlighting 
transportation and infrastructure opportunities 
with Metro and others. SPARK started seven 
years ago at LAUSD’s Girls Academic Leader-
ship Academy and now includes Schurr High 
School in Montebello.

During the free four-week after school pro-
gram at Schurr High School last year, CEO 
Wiggins along with board chair Hilda Solis 
made a personal visit during one of the sessions. 
The eagerness and enthusiasm of the students to 
learn impressed her, which resulted in Metro’s 
decision to expand its GoPass Fareless Transit 
program that offers unlimited free rides to K-12 
and community college students in participating 
districts on LA Metro and 13 other LA County 
transit agencies. 

“We are pleased 
that the successful 
Metro’s GoPass pilot 
program is celebrating 
more that 10 million 
free transit rides to 
students in the last 
eight months,” said Art 
Hadnett, HNTB senior 
vice president and 
regional growth of!cer. 
“Congratulations to 
CEO Wiggins for sur-

passing a goal she set in her 2022 State of the 
Agency Address by giving the bene!t of equita-
ble transit to our future young professionals.”

Metro is representative of the decisive 
actions local transportation agencies are taking 
to utilize their capital programs to open oppor-
tunities to deliver DEI.  At the state level, the 
largest infrastructure program in California his-
tory is likewise embedding a DEI platform into 
the CAHSR program.

Brian P. Kelly, chief 
executive of!cer of 
the California High-
Speed Rail Authority 
(Authority), has been 
a champion for DEI, 
serving as a true pio-
neer in the transpor-
tation industry. Under 
Kelly’s leadership, 
more than half of 
the Authority’s total 
workforce is female – 
as well as most of the 

executive team, many of whom are appointed 
by Governor Gavin Newsom. 

Kelly established the DEI Task Force and 
Advisory Group whose objective is to ensure the 
Authority is a diverse organization, incorporat-
ing DEI efforts into all aspects of its operations 
and strategic communications. These efforts 
embrace hiring, procurements, human resources, 
and program delivery processes. 

Together with regional partners and Labor, 
the Authority established the Workforce Train-
ing Center in the City of Selma, offering pre-ap-
prenticeship and hands-on construction training 
for veterans, at-risk young adults, minority and 
low-income populations so they can work on 
the nation’s !rst high-speed rail project. As of 
today, more than one hundred graduates have 
access to a better future. 

The Authority’s student outreach program “I 
Will Ride” received the prestigious Rosa Parks 
Diversity Leadership Award from the Women’s 
Transportation Seminar (WTS) Sacramento 
chapter. This annual award recognizes a trans-
portation organization that has contributed sig-
ni!cantly to promoting diversity, inclusion and 
multi-cultural awareness. The Authority is dedi-

cated to connecting students to information and 
career opportunities on the nation’s !rst high-
speed rail system currently under construction. 

“California high-speed rail is about providing 
safe, ef!cient and sustainable transportation 
for the next generation,” said Authority CEO 
Brian Kelly. “We are proud to lead the industry 
in providing opportunities for students and 
educators to take on these jobs in the future of 
transportation.”

At the local, state and federal levels, we are 
taking action and successfully implementing 
meaningful programs that are making measur-
able progress related to DEI. By working col-
laboratively, sharing experiences, and re"ecting 
on areas for improvement, we will continue to 
make strides to achieve a more diverse, equita-
ble and inclusive environment that will provide 
sustainable bene!ts for everyone well into the 
future. DEI is a process, requiring all of us to 
make sustained efforts to grow and develop pro-
grams that are truly long-term investments for 
our society and culture. 

Yoga Chandran, PhD, PE, GE serves as HNTB 
senior vice president and Los Angeles of!ce leader 
based in the !rm’s downtown Los Angeles of!ce.  
Learn more at HNTB.com.

Advancing Diversity, Equity and Inclusion Initiatives

As organizations, agencies, 
community partners and others 
implement and strengthen DEI 

initiatives, we can clearly see that 
progress is being made and HNTB is 
committed to moving forward daily 

to be a better corporate citizen. 

DEI
SPOTLIGHT

HNTB SPARK LA Program, Metro CEO Stephanie Wiggins 
 (center, red jacket) and board chair Hilda Solis (green jacket).

Kelly

Hadnett

Wiggins
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#1
No. of African 

American Partners

#2
No. of Latino &  African 

American Attorneys  

#3
No. of Latino & 

LGBTQ+* Partners

#4
No. of  Asian  

American Partners

#5
No. of Minority

Attorneys

WO R L DW I D E LO CAT I O N S

United States, Europe 
and the Middle East, 
Asia, Latin America

Greenberg Traurig is a service mark and trade name of Greenberg Traurig, LLP and Greenberg Traurig, P.A. ©2023 Greenberg Traurig, LLP. Attorneys at Law. All 
rights reserved. Attorney Advertising. Contact: Randall C. Single in Silicon Valley at 650.328.8500. °These numbers are subject to fluctuation. Images in this 
advertisement do not depict Greenberg Traurig attorneys, clients, sta! or facilities.  38138

GREENBERG TRAURIG, LLP  |  ATTORNEYS AT LAW  |  2650 ATTORNEYS  |  44 LOCATIONS WORLDWIDE° 

GT_LawGreenberg Traurig, LLP  GT_LawGreenbergTraurigLLP 

*Diversity & LGBTQ Scorecards, 
The American Lawyer/National Law 

Journal, 2022

Diverse  
by design.

From the start, Greenberg Traurig has understood 
the importance of promoting a diverse and 
inclusive workplace. We believe that diverse 
viewpoints produce smarter ideas for our clients. 
We are committed to supporting diversity, equity, 
and inclusion within the legal industry.

Greenberg Traurig is proud to sponsor the 
2023 Los Angeles Business Journal’s Diversity, 
Equity + Inclusion Symposium and Awards and 
congratulates this year’s winners and finalists.

GTLAW.COM

Barbara A. Jones | Co-Managing Shareholder, Los Angeles O"ce
Gregory A. Fishman  | Co-Managing Shareholder, Los Angeles O"ce
1840 Century Park East | Suite 1900 | Los Angeles, CA 90067 | 310.586.7700
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By ALICE JUAREZ

Today there are nearly 13 million wom-
en-owned businesses, which represents 42% 
of all US businesses. According to American 

Express’ ‘2019 State of Women Owned Small 
Businesses Report,’ these businesses employ 9.4 
million workers and earn $1.9 trillion in reve-

nue. Over the 
past !ve years, 
the number of 
women owned 
small businesses 
increased by 

21% while comparatively, all new businesses 
increased only 9%. Despite their successes, 
women entrepreneurs still face many challenges 
to obtaining funding for their enterprise and 
building a support network to ensure their busi-
ness stands out and is positioned for success. As 
these business owners navigate these challenges 
- as well as ongoing dif!culties of the COVID-
19 pandemic- here are some steps that can help 
to turn these roadblocks into building blocks for 
their success:

CONTINUE TO EXPLORE  
FUNDING OPTIONS

Women-owned small businesses have been 
more heavily impacted by the coronavirus pan-
demic, with 71 percent reporting a loss in reve-
nues or sales according to a Wells Fargo/Gallup 
study completed last year. As business owners 
continue to feel the impact of these unprece-
dented times, there are many assistance options 
to help businesses and non-pro!ts continue 
their road to recovery. The U.S. Small Business 
Administration (SBA) is a great starting point 
to learn about available federal resources and 
programs. Traditional lending products such as 
7(a) loans, 504 loans and SBA express loans can 
provide access to capital, as well as speci!c relief 
programs such as the Paycheck Protection Pro-
gram (PPP). There are also many free resources 
and tools to help educate women business-own-
ers on other credit and !nancing options. 
Additionally, when choosing a lender, consider 

!nancial institutions that have demonstrated a 
commitment and track record of working with 
minority and women-owned businesses, as well 
as a lender who may have implemented pro-
grams focused on women-owned businesses. 

IDENTIFY YOUR  
SUPPORT NETWORK

Having a support system to lean on is a huge 
asset for any business owner, but it’s especially 

important for women. 
While COVID has 
created many unique 
challenges to in per-
son networking and 
meeting  face-to-face, 
it’s important as ever 
to seek virtual ways 
to get involved with 
organizations dedi-
cated to supporting 
women business own-
ers. For example, the 
National Association 
of Women Business 
Owners (NAWBO) 
and the Women’s 
Business Enterprise 
National Council 
(WBENC) have 
chapters and regional 
partners across the 
country that offer 
peer-to-peer profes-
sional development 

programs for members. These organizations 
are dedicated to helping women !nd the right 
!nancial tools to successfully run and grow their 
businesses. Another great resource for women 
business owners is SCORE, which offers online 
newsletters and webinars in addition to an 
extensive database of female mentors. 

Business owners should also consider the 
immense value of having an assigned relation-
ship manager at their primary bank. According 
to a recent Barlow survey, 70% of small busi-
nesses who interact with a dedicated Account 
Of!cer are very satis!ed with their bank com-
pared to those who don’t. 

BE YOU AND SET  
MEASURABLE GOALS

Every business owner needs to consider 
market saturation and how to make their partic-
ular offerings stand out and get noticed. When 
thinking about starting a business and estab-
lishing goals, women business owners should 
consider both their personal and business objec-
tives, and see where they align. What’s moti-
vating you to establish your business and what 
makes your business unique? One of the most 
important things women entrepreneurs can do 
to stand out is to be their authentic selves, while 
planning and setting measurable goals along the 
way. One way to organize is to get ideas down 
on paper by creating a written business plan to 
shape your strategy. It will also be important to 
check-out competitive intelligence tools that 
can help you map your business against competi-
tors and inform your path forward. Your business 

plan should re"ect changes in your business, 
the industry or the market. With COVID-19 
impacts, it is equally important to incorporate 
the changing needs of customers and economic 
conditions in order to keep your plan current 
and respond to the ever-changing environment.

No matter which sources you choose to fund 
your business, build a network, and establish 
a plan, remember that knowledge is power. 
By taking the time to arm yourself appropri-
ately, you can con!dently navigate potential 
roadblocks and pave the path for your business 
success. 

Alice Juarez is Wells Fargo’s branch banking region 
director for the Los Angeles region. Learn more at 
wellsfargo.com.

Turning Roadblocks Into Building Blocks  
for Women-Owned Businesses

Women-owned small businesses 
have been more heavily impacted 
by the coronavirus pandemic, with 

71 percent reporting a loss  
in revenues or sales according 
 to a Wells Fargo/Gallup study 

completed last year. 

DEI
SPOTLIGHT
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By LOIS M. SHELTON, Ph.D.

“Diversity is being invited to the party; 
inclusion is being asked to dance; 
belonging is knowing all the songs.” 

-LaFawn Davis, Indeed, Inc.

More than another buzzword; belonging is 
a sense of acceptance and security. It’s a core 
element of workplace well-being that will be 
critical as long as groups of humans conduct 
business. Accordingly, belonging bolsters the 

bottom line. 
According to 
Harvard Busi-
ness Review, 
high belonging 
increases job 

performance by 56%, lowers turnover by 50%, 
and reduces sick days by 75%, which can trans-
late into savings of over $52 million annually 
for a 10,000-person company.

Since nearly 40% of Americans feel physi-
cally and emotionally isolated in the workplace 
as noted by the Center for Talent Innovation, 
fostering greater belonging in organizations has 
the potential to supercharge the bene!ts from 
DE&I initiatives. That’s because belonging is 
intimately linked with one of our most basic 
human needs – the desire for connection.

Belonging can be spread throughout the 
workplace by promoting three of its key ele-
ments – af!rmation, voice, and agency. Team 
leaders at all levels with key tools can be 
equipped to become champions and the orga-
nization can be populated throughout with 
persons experienced in working in teams and in 
diverse environments. 

AFFIRMATION 
The Annie E. Casey Foundation has shown 

that recognizing and supporting individuals, 
their cultures and their backgrounds allows 
them to bring their whole authentic selves and 
their entire set of capabilities and knowledge to 
the workplace. Leaders can begin by using inclu-
sive language and celebrating the self-identities 
of their team members. This initial af!rmation 
can be reinforced in many ways including estab-
lishing and prioritizing connections with team 
members and encouraging peers to check in on 
their fellow team members. 

VOICE
 Ensuring that all team members, particularly 

those from underrepresented groups, can freely 
express their ideas and critiques provides the 
double bonus of not only creating a sense of 
belonging but also of expanding the creativity 
and problem-solving capability of the team as 
a whole.  Taking simple steps such as asking 
for input, sanctioning interruptions during 
discussions, and calling on members who are 
struggling to join the conversation and be heard 
can substantially increase the "ow of ideas and 
enhance team productivity. Leaders can private-
ly consult with their more reticent members to 
encourage them to speak up and to devise strat-
egies to maximize their contributions. Author, 
historian, and Pulitzer Prize winner Louis Terkel 
emphasizes that leaders can enhance the voice 
of members of underrepresented groups by seek-
ing out ways to become allies.

AGENCY
Empowering team members enables them to 

take on the mission of the organization as their 
own and encourages them to unleash their full 
potential.  As the Annie E. Casey Foundation 
points out, leaders can give their team members 
the emotional and psychological wings they 
need to "y by studiously avoiding micromanage-
ment and stepping in as a resource when need-
ed.  Leaders should also be prepared to give all 
team members, including those from underrep-
resented groups, the permission to fail without 
dire consequences.

These key elements can be implemented as 
follows:

• Voluntary training with relevant 
rewards. Team participants and employees 
are more likely to view belonging and DE&I 
coaching as useful and constructive when they 
are allowed to opt in and to earn meaningful 
rewards for doing so. Rewards can be designed to 
meet any budget and can take a variety of forms 
such as gift cards, comp time and/or special rec-
ognition, and extra pay.

• Incorporating belonging and DE&I 
goals into criteria for advancement. Include 
belonging and DE&I progress in benchmarks for 
choice assignments, pay raises and promotions. 
Institutionalizing these criteria helps ensure that 
individuals who move into leadership positions 
are mindful of the importance of DE&I. Plus, 
these criteria make voluntary DE&I training 
even more attractive and helps reduce the like-
lihood that large numbers of employees will opt 
out. Individuals striving to growing with your 
organization will see that the path to greater 
in"uence and responsibility lies in understand-
ing and effectively implementing DE&I.

• Hiring persons experienced in diverse 
environments. The presence of leaders, peers 
and subordinates with the ability to make a 

variety of persons from a variety of backgrounds 
belong is an informal yet important form of 
support. As they model belonging-focused 
team leading, committee participation or divi-
sion-level advancement day by day, others can 
observe and learn from them. 

As a leader in educating diverse populations, 
the Nazarian College of Business and Economics 
at CSUN is an excellent source of these expe-
rienced role models. Employers consistently 
applaud the leadership and teamwork skills of 
Nazarian college graduates, especially in diverse 
contexts, as well as their superb business training. 

The Nazarian College ranks among the top 
5% of business schools by virtue of its AACSB 
accreditation, and has been regularly awarded 
top accolades from the Princeton Review, US 
News & World Report, CEO Magazine, Money 
Magazine and other esteemed agencies over the 
past six years.  With over 7,000 majors and 400 
minors, the College offers one of the 10 largest 
undergraduate business programs in the nation 
and top-ranked graduate business programs. As 
part of CSUN, which is a certi!ed Hispanic, 
Asian American, Native American, and Paci!c 
Islander serving University, the Nazarian Col-
lege student body boasts ethnicities, races, and 
nationalities from around the world as well as 
members of all socio-economic strata.

A curriculum steeped in collaboration and 
teamwork ensures that Nazarian College grad-
uates at both the undergraduate and Master’s 
levels are experienced in working with per-
sons from a variety of backgrounds to achieve 
demanding, time-sensitive goals. This active, 
team-based learning also occurs outside the 
classroom via engagement with practitioners, 
and hands-on experiences through consulting 
projects, internships, competitions, interna-

tional excursions, and incubator/accelerator 
programs.  This pragmatic yet rigorous approach 
gives Nazarian College students both the theo-
retical know-what and the practical know-how 
to maximize the effectiveness of your organiza-
tional initiatives. 

The Nazarian College, and its students, 
faculty, staff, and alumni stand ready to partner 
with you to help you capture lasting gains from 
belonging, diversity, equity, and inclusion. 
Through our expertise in training and devel-
oping diverse individuals and teams, we aim to 
partner with Los Angeles businesses in leverag-
ing the vast assortment of people, cultures and 
ideas in the larger metropolitan area and make 
Los Angeles a leader in harnessing the power of 
diverse perspectives, skills and thinking.

Lois M. Shelton, Ph.D. is a Justin G. Longenecker 
fellow, USASBE; co-editor, IJEBR; and professor, 
Nazarian College, CSUN. Learn more at  
csun.edu/nazarian.

Boost Your DE&I with Belonging

Since nearly 40% of Americans 
feel physically and emotionally 

isolated in the workplace as noted 
by the Center for Talent Innovation, 

fostering greater belonging in 
organizations has the potential to 

supercharge the benefits from  
DE&I initiatives. 

DEI
SPOTLIGHT
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Kunal Shah, P.E., RCDD, LEED AP
President | CEO

Congratulations! 
Recognized by the Los Angeles Business Journal for being a 
Diversity, Equity, and Inclusion, CEO of the Year nominee.

 

“Be better than you were yesterday. “
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Children’s Bureau
 DEI Awards Nominee

Non-Profit Organization of the Year & Executive of the Year
2023 Diversity, Equity Symposium & Inclusion Awards

As the 2022 Los Angeles Business Journal Top DEI Nonprofit, Children’s 
Bureau of Southern California continues to elevate its efforts and investment 
in nurturing and sustaining a diverse, equitable and inclusive working and 
learning environment that creates an authentic culture of true belonging  
for all employees. Congratulations to our People Support Services Team  

for spearheading this dynamic educational and conversational experience 
that contributes to moving forward the mission of preventing child abuse.

Thank you, Los Angeles Business Journal, for this stellar recognition.

By PAUL AUDLEY and DENISE GUTCHES
 

A s the not-for-pro!t !lm of!ce for the City 
and County of Los Angeles, engaged for 
more than 28 years facilitating on-location 

!lming in Greater Los Angeles, FilmLA has cul-
tivated a workforce of extreme dedication. 

While FilmLA employees have long given 
their workplace culture high marks and describe 

their experience 
like “being part 
of a family,” 
our leaders 
have remained 
committed to 

enhancing our workplace culture. And our 
employees expect the same. 

Our employees expect company leaders to 
champion workforce diversity, foster a sense of 
employee inclusion and belonging, and to cre-
ate and maintain equitable employee access to 
opportunities for professional development. 

Realizing that valuing these things is not 
enough, FilmLA sought to create a dedicated 
structure to support these goals. Three years ago 
we committed to initiate and become co-ex-
ecutive sponsors of a formal DEI program at 
FilmLA. 

Like many business leaders for whom this 

work is still new, we spent a great deal of time 
listening, learning, and engaging with expert 
facilitators. 

Here, with gratitude for the support of our 
FilmLA colleagues, we’d like to share some re"ec-
tions on what made our early efforts successful. 

ENGAGE EXPERTS EARLY 
We were fortunate to identify and engage 

expert help in building a formal DEI program. 
To date, three consultants have provided guid-
ance to us as executive sponsors, to our HR 
department, and to the members of our employ-
ee-driven DEI Task Force, DEI Advisory Com-
mittee and DEI Af!nity Group. 

We are assisted on an ongoing basis by 
Candice Gottlieb-Clark and Suman Kapur 
of Dynamic Team Solutions. In addition to 
supporting us through periods of change man-
agement, they are our partners in creating an 
integrated platform for DEI work internally and 
for the communities we serve. 

Access to these experts, and the bene!t of 
their experience working with for-pro!t and 
not-for-pro!t organizations, has been indispens-
able. Being trained facilitators and experts in 
mediation techniques, Dynamic Team Solutions 
has helped us engage our employees in socially 
and culturally complex conversations requiring 

great sensitivity in workplace settings. 

LEAD FROM ALL LEVELS 
Like many not-for-pro!t organizations, we 

have both a long-term Mission and an imme-
diate Strategic Plan to inform our practices. 
FilmLA’s Board of Directors, by establishing 
“Relentless Focus on Team” as a strategic busi-
ness objective, helped make clear what that 
involves from a DEI perspective. 

FilmLA’s current Strategic Plan invokes in 
every FilmLA leader a responsibility to help 
“create a culture that supports and sustains 
Diversity, Equity, and Inclusion at the forefront 
of the work we do.” 

Expressions of this DEI value are visible 

today in changes to our hybrid work environ-
ment, our HR policies, and the composition and 
leadership structure of employee work teams. 
Our DEI Advisory and Af!nity Groups are also 
an essential part of our internal accountability 
structure, and today members of these groups are 
viewed as advisors and subject matter experts 
among their business colleagues and peers. 

SEEKING SUSTAINABLE SUCCESS 
Leaning into our commitment to DEI is not 

always obvious or easy. Complexities abound, 
and developing the skills and structure to man-
age it requires sustained attention and intention. 

Our success thus far has been driven by a 
permanent, employee-designed structure which 
is fully supported by executive leadership. Con-
tinued communication, activity, celebrations 
and learning opportunities are solidifying a DEI 
DNA at FilmLA. 

We believe strongly that maintaining a focus 
on DEI is the right thing to do for our commu-
nity and our employees. We also predict that 
organizations in all industries will !nd it essen-
tial for long-term success in business. 

Paul Audley is president of FilmLA and Denise 
Gutches is chief !nancial & operating of!cer with 
FilmLA. Learn more at !lmLA.com.

Exploring Early and Dedicated DEI Program Success 

DEI
SPOTLIGHT

Like many business leaders for  
whom this work is still new, we 

spent a great deal of time listening, 
learning, and engaging with  

expert facilitators.
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CORPORATE & INSTITUTIONAL BANKING  |  Whatever is next for your company, whether it’s acquisition, ownership transfer or a new 
strategic direction, our specialized advisors can help with leading-edge solutions and hands-on transaction support. It’s the combination 
you need to move your business forward with confidence.

1 Top-four Overall Middle Market Bookrunner ranked by volume and number of deals as of December 31, 2022; data is per Refinitiv LPC. 

PNC and PNC Bank are registered marks of The PNC Financial Services Group, Inc. (“PNC”). Banking and lending products and services, bank deposit products, and treasury management 
products and services are provided by PNC Bank, National Association (“PNC Bank”), a wholly owned subsidiary of PNC and Member FDIC. Investment banking, capital markets activities and 
equity capital markets advisory and related services are conducted by PNC through its subsidiaries PNC Bank, PNC Capital Markets LLC (including through its trade name, PNC FIG Advisory), 
Harris Williams LLC, Solebury Capital LLC, Solebury Strategic Communications, and Sixpoint Partners LLC. Mergers & acquisitions advisory and related services are provided by PNC Capital 
Markets LLC, PNC FIG Advisory, Fortis Advisors LLC, Harris Williams LLC, Harris Williams & Co. Ltd, and Harris Williams & Co. Corporate Finance Advisors GmbH. Harris Williams & Co. Ltd is a 
private limited company incorporated under English law with its registered office at 8th Floor, 20 Farringdon Street, London EC4A 4AB, UK, registered with the Registrar of Companies for England 
and Wales (registration number 07078852). Harris Williams & Co. Ltd is authorized and regulated by the Financial Conduct Authority. Harris Williams & Co. Corporate Finance Advisors GmbH is 
registered in the commercial register of the local court of Frankfurt am Main, Germany, under HRB 107540. The registered address is Bockenheimer Landstrasse 33-35, 60325 Frankfurt am Main, 
Germany (email address: hwgermany@harriswilliams.com). Geschäftsführer/Directors: Jeffery H. Perkins, Paul Poggi. (VAT No.DE321666994). Harris Williams is a trade name under which 
Harris Williams LLC, Harris Williams & Co. Ltd, and Harris Williams & Co. Corporate Finance Advisors GmbH conduct business. PNC Capital Markets LLC, Harris Williams LLC, Solebury Capital 
LLC, and Sixpoint Partners LLC are registered broker-dealers and members of FINRA and SIPC. Certain banking and lending products and services require credit approval.

©2023 The PNC Financial Services Group, Inc. All rights reserved. 

CIB ENT PDF 0323-001-2210903

ECM ADVISORY | FINANCIAL 
COMMUNICATIONS

An Equity Capital Markets Advisory firm
advising on $490B+ in proceeds.

Providing Strategic Financial 
Communications and ESG services to
public and private companies across

industry sectors.

A global investment bank specializing
in M&A advisory services.

M& A ADVISORY

Relationship-based ESOP expertise with 
$4B+ in capital committed to more than 

400 ESOP companies across the U.S.

ESOP

PNC Capital Markets LLC is a top-four
lead arranger1 of Middle Market

Syndicated Loans in the U.S.

DEBT ADVISORY & E XECUTION

A leader in the field of post-closing 
shareholder representation in private 

M&A transactions, advising on more than 
1,900 transactions representing $250B+ 

in total deal value.

M& A SHAREHOLDER REPRESENTATION

One of the largest specialist advisors 
focused on delivering a diversified set of 

services and solutions to the middle-market 
Private Equity industry.

PRIVATE EQUIT Y ADVISORY

FINANCING    |    TREASURY MANAGEMENT    |    CAPITAL MARKETS    |   ADVISORY SERVICES    |    INTERNATIONAL SERVICES    |    ASSET MANAGEMENT

Leading-edge solutions 
combined with expert advice 
mean more opportunity.

For more information, visit pnc.com/cib or contact Todd Wilson, Regional President, at todd.wilson@pnc.com.

CORPORATE & INSTITUTIONAL BANKING
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We all have something 
worth bringing to the  ta

To learn more, visit bpm.com ASSURANCE, ADVISORY & TAX

Every day we strive to foster a diverse and 
inclusive workplace where everyone feels 
welcome, valued, seen and heard. 
Because People Matter.

Congratulations to all the 
2023 Diversity, Equity & Inclusion 
Symposium & Award nominees.

By ROSE MADRIAGA

A t Optum, we’re not just imagining a world 
where health care works better for every-
one. We’re creating it. Our care model 

puts our patients at the center because we 
know they are unique, and their care should 
be too. We start by listening to patients and 

tailor care for 
their individual 
needs. We know 
that the right 
care at the right 
time is import-

ant – and our doctors work with personalized 
care teams who connect patients to our vast 
network of specialists and the services they 
need.  

As the largest multi-payer, value-based 
care organization in the country, we have the 
resources to focus on the overall well-being of 
each patient with an emphasis on affordability 
and accessibility, while widening our lens to 
care for the whole person, not just an illness. 
Our whole-person focus means we also speak 

the language of our patients and strive to 
understand their culture. It’s how we provide 
the kind of holistic care that reduces health 
disparities, helps all of us to do our best work, 
and gives patients a sense of belonging and 
purpose. 

Diversity, equity, and inclusion (DEI) 
extends beyond company culture and work-
place well-being, it is embedded in how we 
do business — both internally, as a part of the 
decision-making process among our leadership 
and team members; and externally, to bene! t 
the patients we care for and the communi-
ties we serve. Through this inclusive deci-
sion-making process, Optum has laid the foun-
dation to support an organizational culture 
focused on DEI, resulting in the alignment of 
organizational priorities and a three-year road-
map to achieve desired outcomes with business 
impact. Additionally, our California region 
has adopted the following health equity policy 
statement: “We are committed to health equi-
ty and treating every patient, family and com-
munity we serve with care and respect. We 
stand against racism and any form of bias that 

leads to unequal health outcomes.” This state-
ment will be adopted across the Optum enter-
prise nationally. The statement is visible to 
more than 2 million patients who visit our 125 
clinics across California, reinforcing our com-
mitment to health equity and demonstrating 
to all patients they are welcome and belong.  

To support Optum’s whole-person approach 
to care, it’s important that we provide educa-
tion to team members that focus on bias and 
inclusivity. Optum developed the ! rst-of-its-
kind, continuing education-eligible training 
on LGBTQ+ health equity, with a goal to 
improve the care experience and drive quality 
for the LGBTQ+ community. The training, 
which is accessible at no cost to all clinicians 
externally, consists of two learning modules: 
Caring for the LGBTQ+ Community: An 
Introduction; and Across the Sexual Orienta-
tion and Gender Identity Spectrum: A Call to 
Action. To date, more than 10,000 employees 
and clinicians have taken the training, put-
ting their learning into action, and resulting 
in a more positive experience for LGBTQ+ 
patients. 

While we’ve achieved measurable success, 
we’ve also renewed our commitment to DEI 
by actively engaging a collective group of 
changemakers for their thought partnership 
as we think about how to improve patient 
experience and achieve health equity. We 
understand that everyone plays a crucial role 
in helping to cultivate a company culture that 
re# ects the communities we serve and inte-
grates DEI strategies that fuels improvements 
to the health care system. Our DEI journey is 
about enacting that change, and our objec-
tive is to derive actionable solutions that will 
impact Optum, our communities, and most 
importantly, the patients we care for every day.

Rose Madriaga is director of diversity, equity, 
and inclusion (DEI) for Optum - Paci! c West. 
She is on a mission to help create a more diverse, 
equitable, and inclusive workplace and healthcare 
system. She oversees the strategy and execution 
of the DEI and Health Equity programs, creating 
alignment nationally and across multiple care 
delivery organizations to serve over two million 
patients. Learn more at Optum.com.

Creating a World Where Health Care 
Works Better for Everyone 

DEI
SPOTLIGHT
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Fueling the Tech-Enabled Broker

Fifteen of the nation’s top super-regional brokerage firms and 14 premiere insurance 

carriers and wholesalers are collaborating with BTV’s cohort of technology innovators from 

across the globe. Working in collaboration with the sheer drive to elevate the industry to 

help our clients identify risks sooner and drive down costs, faster. Learn how the industry’s 

first broker-led convening platform is lighting the way to maximize technology solutions and 

amplify innovation within the insurance industry as we know it: BrokerTechVentures.com
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SERVING LOS ANGELES 
YOUTH SINCE 1922

Nominated for DEI  
nonprofit organization  
of the year!
Serving 20,000 youth annually at 90+ 
Title I schools across Los Angeles

• Afterschool Programs
• Summer Camps
• College and Career Support

LEARN MORE ABOUT US AND  
OUR 100 YEAR CELEBRATION: CAMPFIRE AFFAIR!  

By CHRISTINA MILLER, Ph.D.

Mental Health America of Los Angeles 
(MHALA) is one of Los Angeles County’s 
largest and most comprehensive social 

service agencies. 
We provide inte-
grated mental 
health, medical 
care, employ-
ment, housing, 

wellness, and education services to adults and 
transition-age youth, with a special program for 
Veterans. Headquartered in Long Beach, we are 
located in 24 sites across LA County.

MHALA is honored to be nominated for 
the Los Angeles Business Journal’s Diversity, 
Equity and Inclusion (DEI) awards. This honor 
is important to us because DEI is at the core of 
who we are as an agency and what we are trying 
to do today.

More than 72% of the individuals we serve, 
or “members,” are Black, Indigenous, and Peo-
ple of Color (BIPOC). About 77% of MHALA’s 
staff are now BIPOC and LGBTQ+.

Many of our staff also have “lived experi-
ence,” either through their own experiences or 
through their families, including homelessness, 
poverty, substance use, or mental or physical 

health challenges.
One thing we learned from the pandemic is 

that mental health is not a binary phenomenon 
where people are either mentally ill or they 
aren’t. Everyone has “mental health” that can 
!uctuate based on what they are experiencing. 

When I joined MHALA as a new CEO "ve 
years ago, I interviewed staff across the agency 
and asked for their views on what was working, 
what wasn’t, and where they would like the 
agency to go. Many staff expressed that they 
wanted the leadership of the organization to 
re!ect the diversity that already existed within 
the staff and the members we serve. 

I had observed that there were a number of 
BIPOC staff members who were contributing a 
great deal to the organization, and efforts were 
put in place to identify and recognize the great-
est contributors from within MHALA. 

The impact has been excellent. We now 
have a leadership team (managers and above) 
that is 64% BIPOC. 

In recent years, we have also prioritized our 
efforts to ensure that our agency has a diverse 
Board of Directors by reaching out to individ-
uals from a broad range of backgrounds. Our 
current Board of Directors is 50% BIPOC (20% 
LatinX, 20% Black and 10% Asian), and 20% 
are immigrants. In addition, the Executive 

Committee of the Board is 50% BIPOC. 
Our staff and leadership diversity has a pro-

foundly positive impact on the people that we 
serve. The broad experiences and cultural back-
grounds of our staff help them in understanding 
and responding to our members.

Individuals from different cultural back-
grounds often have varying perspectives on 
mental health, physical health, and what it 
means to accept help. By having a staff that is 
re!ective of the various backgrounds and experi-
ences of our members, we can provide culturally 
sensitive and competent care that better con-

nects our members to the services they need.
Individuals seeking our services may feel 

more seen and heard when connected to a pro-
vider that is re!ective of their own background 
— whether that’s a shared lived experience such 
as homelessness or a mental health challenge, or 
someone who speaks their native language.

But the impact of our diversity doesn’t stop 
there. It feeds the core culture of our organiza-
tion, which celebrates differences and values 
work-life balance and staff wellbeing. At a time 
when many similar organizations are experienc-
ing immense turnover, MHALA has had a low 
turnover rate. Staff report that they want to stay 
at MHALA not only because the agency does 
valuable work, but also because MHALA cares 
about them.

Diversity in our organization fosters feelings 
of acceptance and safety. When an organization 
becomes diverse at all levels, staff feel freer to 
be who they are and to express their ideas and 
concerns more openly. Morale and staff com-
mitment to the organization increase. People 
do their best work when they can bring their 
authentic selves to their jobs.

Christina Miller, Ph.D. is president and CEO  
of Mental Health America of Los Angeles.  
Learn more at mhala.org.

Diversity Doesn’t Just Happen

DEI
SPOTLIGHT

Our staff and leadership diversity 
has a profoundly positive impact 
on the people that we serve. The 
broad experiences and cultural 

backgrounds of our staff help them 
in understanding and responding to 

our members.
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“Community Build was founded on the
principle that support and change start at the
community level.  Human capital is the most
powerful force on the planet and we should
harness it to change the world.” 

 Robert Sausedo,
President and CEO
Community Build

For more information or to donate visit communitybuildinc.org or call 323.290.6560

Since 1992, in response to civil unrest. We,Community Build has made people, partnerships, and
promise our responsibility. We are dedicated to developing innovative and transformative programs

and services throughout South Los Angeles and neighboring communities.

Join us on our journey!

 People.  Promise.  Partnership.
Building a Culture of Care since 1992
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O ri-gen was founded by The J. Morey  
Company, Inc. Insurance Agents & 
Brokers and Alliance 360° Insurance 

Solutions – two like-minded companies that 
joined together 
to achieve the 
common goal of 
sustaining leg-
acy businesses, 
by underscoring 

where they came from in order to create a new 
future. Ori-gen advances diverse communities 
by providing tools and resources to businesses 
looking to continue their legacies for future 
generations. The company currently consists 
of ten locations throughout California and 
Hawaii, and holds insurance licenses in all 
50 states. Ori-gen offers over 40 direct carrier 
appointments across all lines of insurance 
among its 15 legacy agency partners to date. 

With 126,000 insurance brokers in the 
nation, and over 3,500 are diverse-owned, 
Ori-gen is proud to be a diverse group of 
ethnicities, genders, races and ages, serving a 
variety of clients ranging from small minori-

ty-owned businesses to large municipalities. As 
a Minority Business Enterprise (MBE), Ori-gen 
embraces its heritage and DE&I initiatives and 
assists its clients with MBE, WBE, and DBE 
certi!cations that are now recognized at the 
federal and Fortune 500 levels. More recently, 
Ori-gen has grown beyond property & casualty 
and employee bene!ts, to now include retire-
ment services and consulting services. 

Ori-gen considers itself not in the Insurance 
business, but in the business of DE&I. Beyond 
recruiting diverse talent by percentage margins, 
it is of equal importance to perpetuate the 
impacts that have already been made by Ori-
gen legacy partners such as Noguchi & Associ-
ates, Alliance 360° Insurance Solutions, The J. 
Morey Company, and others. 

As one of the largest minority-owned inde-
pendent insurance agencies in the country, it is 
the organization’s collective goal to dismantle 
systemic barriers and to serve underserved 
and underutilized communities. Ori-gen is a 
company that has diversity embedded into the 
fabric of the organization and was founded on 
three pillars: diversity, legacy, and communi-

ty. Rooted in building and sustaining legacy 
businesses while helping diverse communi-
ties "ourish, the company places full focus 
on diversity, inclusion, and equity not only 
internally but also when selecting partners to 
collaborate with. 

Together, Ori-gen and its partners uplift 
each other and invest in a new generation of 
insurance professionals that looks drastically 
different from its predecessors. 

Learn more at ori-gen.com.

Providing Tools and Resources to  
Advance Diverse Communities 

DEI
SPOTLIGHT

Ori-gen executive team (L-R): Joshua Morey, chairperson; Terri Seki, chief human resources officer; Kevin Fukuyama, president; 
Nori Nishida, chief executive officer.
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Our most  
important delivery  
is helping our  
clients succeed 
and grow.

AMS provides a full suite of fulfillment 
and distribution services to consumer 

products companies focused on 
serving the B2B retail, online retail, 
and direct-to-consumer channels. 
AMS has over 1M square feet of 

operating space. From the company 
headquarters in Valencia, CA to 

multiple locations on the east coast.

World-Class Fulfillment Partner

• B2B & B2C
• Bi-Coastal
• Kitting & Assembly
• Returns Processing
• EDI/Retail Routing

• Pick/Pack/Ship
• Warehousing
• Inventory Management
• Back Office Admin.
• Global Logistics

Industries Served Since 2002
• Footwear
• Apparel
• Handbags
• Accessories
• Health & Beauty

• Cosmetics
• Toys & Entertainment
• Consumer Products
• Electronics
• Printed Graphics

YOUR SUCCESS IS INSIDE

amsfulfillment.com  (800) 854-6514
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INTEGRATED RESOURCES FOR RESILIENCY

(888) 242-2522 · info@mhala.org · mhala.org

Evelyn, MHALA member and advocate.

Mental Health · Physical Health · Employment
Education · Wellness · Outreach · Housing

A s part of its mission to cultivate child, 
family, and community well-being, Child 
Care Resource Center works to reach and 

connect with a diverse population of people 
in ways that respect their unique cultures. 
Because culturally appropriate communication 
is critical to developing trust among those it 
serves, CCRC’s Diversity, Equity, and Inclusion 
division actively educates and informs staff on 

these import-
ant issues and 
supports agen-
cy-wide DEI 
efforts in the 
community.

CCRC was founded in 1976 by a group of 
women in the San Fernando Valley who want-
ed to !nd a way for families to access affordable 
child care. Since then, the agency has expand-
ed throughout northern Los Angeles County 
and the entirety of San Bernardino County. 
The agency now employs over 1,000 staff. 

Understanding the way race and culture 
affect families is key to effectively serving those 
who live in CCRC’s service area. In LA Coun-
ty, the population is 49% Latino and 9% Black; 
in San Bernardino County, the population is 
51% Latino and 8% Black. Likewise, CCRC’s 
staff is comprised of over 65% Latino, 8% 

Black, and 4% Asian. CCRC actively works 
to maintain a staff that is representative of 
the 50,000 children, families, and providers it 
serves. One of the agency’s highest priorities is 
the enrollment of families in subsidized child 
care, which is available to a family of four 
earning up to $7,900 per month. To effectively 
reach families of all racial identities and back-
grounds, the agency provides information and 
direct support in several different languages 
and through meetings with diverse staff. 

In the community, CCRC integrates DEI 
into services provided for children, families, 
and child care providers including interpre-
tation services and translated information for 
families, safe and inclusive classroom settings, 
bias training for staff, teachers and providers, 
and community events that provide culturally 
appropriate resources. Through these oppor-
tunities for children and families, CCRC staff 
incorporate diverse representations and aware-
ness through books, videos, art, and toys, along 
with interactions and attitude of staff.  

CCRC participated in last year’s Los Ange-
les Business Journal panel, where DEI issues in 
child care, early learning and family resources 
were discussed. For this award, CCRC’s entry 
outlined the agency’s DEI strategic plan, 
including staff engagement opportunities, and 

their DEI Division’s work to advance these 
issues and work toward equitable outcomes.

“What I love about DEI work, is that it 
takes the commitment of all our leaders to 
truly make a change,” said CCRC DEI direc-
tor Sarah Toutant. “Being nominated for this 
award is a testament to our collective com-
mitment as an agency to be intentional, use 
our voices to advocate for equity, and pave the 
way for a future that is inclusive and just. I am 
excited for the future of DEI work at CCRC.”

CCRC’s establishment of an anti-racist 
task force in June 2020 and the development 
of a DEI Division in January 2022 is part of 
its promise to uplift and empower all mem-
bers of its staff and community. Now known 
as the DEI council, the task force conducted 
a racial climate survey and hosted programs 
and events, including the development of 
!ve employee networks designed to empow-
er staff to connect with other staff of shared 
backgrounds and cultures. Internally, CCRC 
has provided DEI educational books to all 
employees, hosted a company-wide DEI panel 
as well as monthly events, began creating a 
DEI committee on its Board, provided DEI 
education and resources to external providers, 
and created customized DEI action plans for its 
many different divisions.

As a civic leader in the national space, the 
agency presented best equity-minded practices 
at the National Black Childhood Development 
Institute in Washington DC. 

The agency’s DEI division has outlined 
various community engagement efforts and will 
continue developing programs that support the 
identities of families and child care providers.  

Learn more at ccrcca.org.

Cultivating Well-Being for a Diverse Community

DEI
SPOTLIGHT

‘Being nominated for this award 
is a testament to our collective 
commitment as an agency to 

be intentional, use our voices to 
advocate for equity, and pave the 
way for a future that is inclusive 

and just. I am excited for the future 
of DEI work at CCRC.’
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DynamicTeamSolutions.org
818-928-5670

Congratulations 

to FilmLA on being a NOMINEE for 

DE&I TEAM of the year. 

We are honored to have partnered 

with you in this endeavor.

Bringing the Power of Collaboration 
to DEI Initiatives

CONFLICT RESOLUTION & MANAGEMENT

TEAM BUILDING & DEVELOPMENT

DEI & B INITIATIVES

EXECUTIVE ENHANCEMENT & COACHING

CORPORATE TRAINING & RETREATS

CULTURE SHIFTS

Quentin Strode, the president and CEO 
of NEW Community Investments, is a 
visionary leader who for decades has truly 

embraced diversity, equity, and inclusion.
Throughout 

his career, Strode 
has applied DE&I 
principles to sup-
port internal and 
external business 

decisions achieving tangible business results and 
positively impacting disadvantaged communities 
of color.

As regional president and top producing 
banker at Bank of America and U.S. Bank, 
Strode drove record sales, revenue, and expand-
ed market share by understanding his clients’ 
!nancial challenges and providing solutions.  He 
has also strategized, led, and executed corpo-
rate social responsibility initiatives that made 
great in-roads for LA’s low-income communities 
and beyond. With his keen business sense and 
respectful approach to all people, he has espe-
cially earned the trust of the Black and Brown 
communities of LA. 

During his banking tenure, Strode was also 
exceptional in supporting internal DE&I efforts. 
For example, to promote DE&I at U.S. Bank, 
he established the 1st organization-wide DE&I 
Strategy for its 60,000 employees, increasing 
visibility and advancement especially for its 
well-quali!ed diverse colleagues. This DE&I 
Strategy contributed to enhancing U.S. Bank’s 
diverse talent pipeline ensuring equitable career 
advancement and bank competitiveness. 

After realizing goals few bankers are able to 
achieve, Strode went on to help establish NEW 
Community Investments (NCI) as the !nancial 
arm for the nonpro!t New Economics or Women 
(NEW) to further support capacity building for 
LA’s disenfranchised small businesses of color. 
Strode took the helm as CEO dedicating to offer-
ing equitable !nancial solutions to help women 
and minority entrepreneurs in underserved com-
munities bridge the capital access gap and build 
long-term wealth. 

Leveraging his extensive banking experience 
and !nancial network, and in tandem with the 
parent nonpro!t NEW, Strode scaled up his 
support for LA’s underrepresented small business 
communities by establishing new centers and pro-
grams to provide comprehensive support. Despite 
COVID restrictions, Strode was instrumental in 
launching two business centers with government 
partners such as the US Small Business Admin-
istration (SBA), State of California, and Los 
Angeles City. He also partnered with USC and 
other local universities to create college-level 
incubator programs even writing a technical assis-
tance curriculum which was adopted for SBA’s 
PLUM (Partnership for Lending in Underserved 
Markets) Initiative.  He also founded the local 
South LA CDFI consortium to boost lending 
opportunities, and launched alternate !nancing 
solution platforms.  But what made all of this 
happen was his vision, leadership and strategical-
ly employing DE&I principles into his business 
decisions. 

An example of DE&I in action with busi-
ness results is NEW’s Women Business Center. 
Strode worked with SBA and GO-Biz California 
to launch the center in April 2020. Mindful of 

the target clientele, Strode chose and trusted a 
Latina small business expert to run the center, 
giving her full autonomy to develop and admin-
ister technical assistance programs. As a result, 
the center has become one of the top producing 
women’s business centers in California for the last 
two years. Another example of DE&I resulting 
in good business is the Kiva partnership. Strode 
launched Kiva LA in March 2022 selecting one 
of his African American woman executives with 
contract program experience to lead efforts. As 
a result, despite being one of the newest Kiva 
hubs, Kiva LA is currently the #1 producing hub 
in the US with more than 60% women and 90% 
minority borrowers.  Another example is NCI’s 
proprietary crowdfunding platform called Impre-
sario.  As part of Strode’s roadmap to support 
disadvantaged women, women of color, and vet-
eran entrepreneurs, Impresario was launched late 
Summer 2022. Strode made a deliberate effort to 
have this platform led by a team of diverse man-
agers to ensure client’s unique campaign needs 
were met. This platform has already attracted 40+ 
clients of which 75% are women and 70% are 
minority borrowers.  

Strode understands that creating a compa-
ny culture rich in DE&I is key to moving the 
organization forward and to better serve clients 
and their communities.  Strode fully appreciates 
the unique talents and skillsets his diverse team 
members brings to the table and takes an inclu-
sive approach in providing them with full auton-
omy in making important decisions. This creates 
individual and team engagement, and brings 
successful business outcomes, strengthening the 
impact of the organization.

Strode is a true champion for DE&I who 
shows exemplary leadership in creating an  
inclusive environment that enables diversity  
and equity to thrive.  

Learn more about NEW Community Investments  
at new-nci.com.

Pro!le of a Visionary  
DEI Leader

DEI
SPOTLIGHT

Strode

Strode understands that  
creating a company culture rich 

in DE&I is key to moving the 
organization forward.

056-84_DEI_adverts_SUPP.indd   71056-84_DEI_adverts_SUPP.indd   71 3/23/23   10:43 AM3/23/23   10:43 AM



72   LOS ANGELES BUSINESS JOURNAL – BRANDED CONTENT    MARCH 27, 2023

CONGRATULATIONS TO OUR COLLEAGUES

Erin Ricardez & 
Sheree Harrison
on being nominated for the Los Angeles Business Journal’s

DE&I Executive of the  
Year Award

MHM (Mayer Hoffman McCann P.C.) is an independent CPA firm that provides audit, review and other attest services, and works closely with CBIZ, a business consulting, tax and financial services provider. 

Erin Ricardez, Director of Human Resources | Sheree Harrison, Director of Development & Communications & National Leader, BIPOC Employee Resources Group

CBIZ.COM | MHMCPA.COM

By JAY CATLIN

AMS Ful!llment is proud to be a Certi!ed B 
Corporation. Since our inception in 2002, 
AMS has had a set of core values putting 

people above pro!t. 
In recent 

years, diver-
sity, equity, 
and inclusion 
have garnered 
centerstage in 

business. To AMS, DE&I has always been an 
active practice. We have actively recruited our 
employees from underserved communities, in 
terms of their race, gender, sexual preference, 
judicial background, and presence of disabilities. 
Our workforce mirrors the community in which 
we do business or the community for which we 
serve.

For AMS, DE&I starts at the leadership 
level.  Our leadership team is comprised of 
50.3% females. Female executives provide a 
unique skill set to any organization.  From more 
diverse problem-solving skills to increased 
organizational collaboration, female leaders are 
integral to AMS’ success.  At our C-level, 25% 
are women – which is higher than the national 
average.  

AMS takes pride in our workforce equity.  
With our low turnover rate and high employee 
engagement, we have achieved a workforce 
family atmosphere, where all employees are 
committed to the company’s success and indi-
vidual success.  AMS invests in our people 
and our community.  We actively recruit from 
organizations that address underrepresented 
communities such as PleasantView Industries, 
Desert Haven, New Horizons, the Department 
of Rehabilitation, Bridge to Home, and the Car-
ousel Ranch.

Not only do we provide a safe work environ-
ment, but we are also committed to our employ-
ees, whether they want to advance their careers 
through our internal Learning Center Classes 
such as Excel and ESL or support them in social 
causes. 

As an organization, AMS Ful!llment encour-
ages our employees to grow. As of 2022, over 
43% of our employees have taken the I Want 
to be a Leader course, and over 20% have taken 
the Diversity, Equity, and Inclusion course.  We 
actively foster a learning environment. 

But learning isn’t just for our employees.  
Even though we have a low employee turnover 
rate, it doesn’t mean that AMS can’t learn 
too.  We actively conduct exit interviews and 
employee engagement surveys – thoroughly 

reading the employee feedback.  We want to 
know who is falling through the cracks in our 
organization.  Equity is not letting success stories 
marginalize the quieter, struggling voices in our 
organization – it’s about embracing them and 
ensuring an inclusive environment. 

Inclusion is not ever having anyone be the 
last kid in the gym to be picked for a team. 
Instead, it is the feeling you get in the morning 
when you wake up and look forward to going 
to work because your leadership and associates 
respect you, value your contributions, and count 
on you to be a part of the team.

AMS Ful!llment has ten core values that 
guide all our decisions – from hiring to vendors 
to clients and our community.  These core val-
ues are our guiding light: 

• Integrity • Accountability • Teamwork
• Reliability • Continuous Improvement
• Honesty • Innovation • Respect
• Equal Rights for All 
• Respect for the Environment

AMS Ful!llment knows that diverse orga-
nizations bring a more comprehensive range 
of ideas and experiences to problem-solving, 
help companies connect with a broader range 
of audiences in a culturally competent way, and 
demonstrate a commitment to disrupting the 

structural inequities that have historically cre-
ated barriers for women, people of color, people 
with disabilities, and individuals involved with 
the justice system in the workplace.

By creating opportunities for everyone we 
strengthen our company and our communities. 
By welcoming people from different back-
grounds and with different abilities, we improve 
our performance and leverage diversity in our 
organization.

As a B Corporation, AMS is committed 
to putting people over pro!t. We are part of 
a global movement that promotes diversity, 
equity, and inclusion. Through the years, AMS 
has demonstrated transparency in our business, 
achieved a high social and environmental 
performance, and proven we are leaders in the 
movement for economic system changes.  We 
are proud to share this distinction with compa-
nies such as REI, The Body Shop, Allbirds, and 
Patagonia.  

As AMS Ful!llment embraces our next 
decades in business, we are committed to mak-
ing our employees’ lives, our community, and 
our business better.  Our driving force is Purpose 
over Pro!t. 

Jay Catlin is CEO at AMS Ful!llment. Learn 
more at amsful!llment.com.

Diversity, Equity, and Inclusion: Why it Matters

DEI
SPOTLIGHT
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By JULEE BROOKS and  
ANDRÉS DE LA PEZA

E fforts to advance the workplace to be more 
re!ective of our society are more prevalent 
now than ever before. Organizations around 

the country 
have committed 
to DEI (or JEDI 
which adds 
Justice to the 
umbrella) in 

various ways, often resulting in the creation of 
committees, commitment/values-statements, 
or designated roles or departments to ensure 
the various perspectives of employees are con-
sidered and incorporated into organizational 
actions and decision-making. These moves are 
most visible and illustrate a great philosophical 
commitment to JEDI. 

But as the goal of JEDI is to create a sense 
of safety – physically, emotionally, and socially 
– for all employees, how staff are treated, how 
they are seen, and how they are made to feel on 
a daily basis, more accurately de"nes our level of 
commitment. In short, JEDI is a PRACTICE.

Therefore, a commitment to JEDI is a col-
lective responsibility that becomes part of an 
organization’s DNA so it can weather natural 

shifts, changes, and transitions over time. 
Woodcraft Rangers was founded in LA in 

1922 as a response to youth agencies that were 
segregated by gender, race, religion, or income. 
As a result, Woodcraft opened its doors so all 
youth regardless of these identi"ers, would have 
a place where they belonged. JEDI principles 
were an inherent element of Woodcraft’s foun-
dation and continue to serve as North Star as it 
enters its second century of community service.

Today, Woodcraft Rangers conducts deci-
sion-making at all levels through a JEDI lens, a 
commitment that is a daily practice and is per-
sistent within all its staff. We acknowledge that 
some of this work can be unique to an organiza-
tion’s speci"c context, but we also believe there 
are some general guiding principles that are 
universal good practices. 

Here are a few actions that Woodcraft 
Rangers has taken to establish a foundation of 
justice, equity, diversity, and inclusion: 

• We consider experience and skills over 
education pedigree. It’s now well-documented 
that college attainment rates vary widely by zip 
code with communities of color trailing their 
white counterparts by a signi"cant margin. 
Furthermore, 57 percent of Native Americans 
and 52 percent of Hispanic students were 
enrolled in community colleges (higheredtoday.

org). So if we required four-year degrees or were 
romanced by “elite” institutions, we would be 
inherently drawing from a shallow pool of can-
didates. 

• We support employees in their long-
term goals even beyond when they will work 
for us. Our employees are given access to an 
internal program that offers guidance for career 
and college planning within and beyond the 
organization. We also offer paid academies for 
employees interested in becoming site super-
visors and regional managers. Investing in 
employee life success contributes to a sense of 
security and belonging. We know our employ-
ees have goals beyond their time as our employ-
ee and we believe that when we honor the 
person before the job, we create lifetime fans of 
our agency, regardless of their tenure.  

• We continually evaluate – and !x – pay 
disparities. Woodcraft conducts compensation 
audits to ensure parity within and across depart-
ments. We also proactively increase comparable 
positions when elevating others without any 
request from those employees, recognizing that 
some individuals may feel less con"dent to 
advocate for themselves. 

• We let go of yesterday’s rules. Relax-
ing dress codes lessens "nancial burden and 
removes stress for employees who don’t feel 

comfortable in a three-piece suit (most of us). 
Offering !exible work schedules and self-deter-
mined hybrid options allow employees to bal-
ance caregiver roles and can create safe spaces 
for neurodiverse staff. Allowing cameras off in 
routine internal meetings may mean people can 
focus on outcomes rather than worrying about 
appearances. Set clear goals and monitor them, 
but realize that norms evolve, and performance 
is not dependent on them. 

This work is a constant process of learning 
and growth and when challenge ultimately 
occurs, our teams must be prepared to respond. 
Leadership must be aware of the realities and 
intersections their staff have and are experienc-
ing, and must create accountability for people, 
spaces, and behaviors that infringe upon any 
person’s safety, whether intentional or not. 

JEDI requires practice and this means 
acknowledging that it must be responsive; it 
will grow weaker or stronger depending on 
our attention to it. At Woodcraft Rangers we 
believe that when our attention to JEDI is high, 
everyone bene"ts. 

Julee Brooks is CEO and Andrés De La Peza is 
director of strategy and partner relations for Wood-
craft Rangers. Learn more at woodcraftrangers.org.

Moving Beyond Performance: DEI as a Daily Practice

53%
MINORITY 
ETHNICITIES

HAILING FROM

23 COUNTRIES

SPEAKING

18
LANGUAGES

160+
 EMPLOYEES 

55%
WOMENWOMEN

COMMITTED TO DIVERSITY, EQUITY 
AND INCLUSION SINCE 1986

WWW.COARCHITECTS.COM

DEI
SPOTLIGHT
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A s US job openings continue to reach 
historic highs, companies urgently need 
Gen Z workers. And according to a new 

study, the businesses that win them—and 
keep them—will be the companies that put a 
laser-like focus on understanding what mat-
ters most to them.

The Conference Board report explores 
the most important motivations of Gen Z, a 
cohort that is expected to represent nearly a 
third of the workforce by 2025.

Based on interviews with more than 100 
Gen Zers, they place the biggest premium on 
!ve critical values: adequate compensation, 
control, safety and wellness, growth, and pur-
pose. While these objectives are important 
to all generations of employees, for Gen Zers, 
they are imperatives.

The report also explores what makes Gen 
Z—those born in 1997 or later—a force to be 
reckoned with. Unlike previous generations, 
their comfort with evolving technology and 
using social media to amplify their concerns 
makes them unique. Also in"uencing their 
views, Gen Zers completed their education 
remotely and started their careers during espe-
cially turbulent times—the COVID-19 pan-
demic, extraordinary economic uncertainty, 
geopolitical turmoil, and deep societal unrest.

The insights in the study re"ect virtual 
focus groups and online polls with Gen Z 
workers—both hourly and knowledge work-
ers—between November 2022 and January 
2023.

To best attract, engage, and retain Gen 
Zers, companies should: 

Reevaluate starting salaries and increase 
pay transparency. 

• Gen Zers readily share salary informa-
tion with one another both via social media 
and in person.

• Gen Zers view adequate compensation 

as a matter of both respect and equity.

Give them as much "exibility as possible 
over where and when they work. 

• For knowledge workers, this can mean 
the opportunity to work remotely at least 
some of the time.

• For hourly workers, it can mean having 
some say in the shifts assigned to them and 
knowing their shifts well in advance so that 
they can plan for personal commitments.

• Gen Zers still crave in-person interac-
tions though. Consider "exible work environ-
ments supplemented with opportunities for 

in-person interaction such as periodic in-per-
son team meetings, team-bonding activities, 
and networking meetups.

“Many Gen Z knowledge workers !nished 
their education and started their careers 
on virtual platforms during the pandemic. 
For them, hybrid work is the expectation,” 
said Robin Erickson, PhD, vice president of 
human capital at The Conference Board. 
“Business leaders should discuss the impor-
tance of schedule "exibility and hybrid work 
with the entire C-suite to ensure their buy in 
and update policies about where and when 
work is accomplished to optimize worker 
autonomy and control.”

Provide opportunities for development—
both internal and external. 

• In the wake of the Great Resignation, 
many Gen Zers noted that a lack of growth 
opportunities would be a reason to leave a 
job.

• Employees and managers should work 
together to create personalized career path-
ing plans and transparently discuss growth 
opportunities, both within the company and 
externally.

• Establish how each job contributes 
toward career advancement and how roles 

Businesses Need a Plan for Recruiting Gen Z Workers

“Many Gen Zers say adequate compensation isn’t enough to stay with 
a company—they need opportunities to learn and grow. Organizations 

must make sure these opportunities are not only available but are clearly 
communicated. Employees need to know they’ll be able to build and 

advance a career at the company—because for many of them, finding a 
new job is not difficult given the current labor shortage.’
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and responsibilities will evolve in the future.
• Offer workers opportunities and 

resources to develop skills that are not only 
relevant to their desired career advancement, 
but also support long-term employability in a 
shifting work landscape.

• Assign workers to projects that align 
with their professional interests and provide 
stretch assignments.

• Encourage workers to take risks by 
creating a failure-tolerant culture: analyze 
failures and celebrate small successes.

• Employers should also create opportuni-
ties for workers to network with senior staff, 
shadow high-level projects, and tackle inde-
pendent projects.

“Many Gen Zers say adequate compensa-
tion isn’t enough to stay with a company—
they need opportunities to learn and grow,” 
said Barbara Lombardo, PhD, distinguished 
principal research fellow and program direc-
tor at The Conference Board. “Organizations 
must make sure these opportunities are not 
only available but are clearly communicated. 
Employees need to know they’ll be able to 
build and advance a career at the compa-
ny—because for many of them, !nding a new 
job is not dif!cult given the current labor 
shortage.”

Develop a culture of safety and wellness 
that genuinely supports employees while 
on the job and respects their boundaries 

beyond the workplace.
• Gen Zers want their employers to help 

support their physical and psychological safe-
ty and their pursuit of mental and physical 
wellness.

• For workers in customer-facing roles, 
this can mean support when faced with cus-
tomer hostility, which has increased signi!-
cantly since the onset of the pandemic.

• Many expressed concerns about cor-
porate cultures that expect them to sacri!ce 
their personal life for their careers.

Survey employees’ well-being to ascertain 
mental health wellness and seek feedback on 
established policies and bene!ts. 

Ensure leaders are living the organiza-
tion’s values in how they communicate with 
and treat employees. 

• Organizational mission, values, and 
purpose are high priorities when choosing an 
employer for many Gen Zers, and many said 
they would leave a job if their employer’s val-
ues did not align with their own.

• Leaders and managers need to set 
expectations and help their employees under-
stand the organizational impact and impor-
tance of the work they do.

• Allowing Gen Zers to take ownership 
of their tasks and giving them autonomy 
to make decisions will also help them feel 
invested in the outcome of their work.

Learn more at conference-board.org.
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GoodHire, a leading provider of employ-
ment background screening services, 
recently released “Diversity, Equity & 

Inclusion at Work: Do Americans Really 
Care?” The survey asked 3,000 US workers to 
share their opinions about diversity, equity, and 
inclusion (DE&I) at work. Results revealed 
positive feelings around DE&I efforts in the 
workplace as 75% of all respondents agreed 
that their employers prioritized making their 
workplace diverse, equitable, and inclusive, 
and 72% of workers were convinced that their 

employers showed a commitment to hiring 
employees from diverse backgrounds with dif-
fering abilities and skill sets.

However, many employees feel more work 
needs to be done. In fact, 70% of employees in 
leadership positions want their organizations to 
invest more time and resources toward DE&I. 
The survey breaks down the results further, 
showing more men than women (57% vs. 
48%) expressed a desire for their companies to 
make a stronger commitment to DE&I.

When it comes to issues and concerns 
around discrimination and/or harassment in 
the workplace, nearly half of those in lead-
ership positions said they sometimes, often 
or quite often face these issues. On the other 
hand, 64% of all respondents said these things 
rarely or never occurred.

If the volatile jobs market over the last two 
years has taught us anything, it’s that employ-
ees feel more empowered to express their dis-
satisfaction at work and will do so by quitting. 
When asked if employees would consider leav-
ing their job if their employer exhibited a lack 
of commitment to DE&I in the workplace, 

81% of all respondents said they would con-
sider it, and 87% of respondents in leadership 

positions echoed that sentiment.
GoodHire’s survey also shows workers are 

serious about their dedication to DE&I, and 
value diversity over salary. 54% of respondents 
said they would consider taking a pay cut to 
ensure a more diverse and inclusive workplace, 
and 66% of respondents in leadership positions 
said the same.

“This show of goodwill by survey respon-
dents tracks with what we witnessed early in 
the pandemic when many workers said they’d 
rather take a pay cut than see fellow employees 
lose their jobs. It’s inspiring to know employees 
and leaders care about DE&I efforts more than 
one might have expected,” said Max Wesman, 
chief operating of!cer at GoodHire. “I’m hope-
ful this report will give organizations incentive 
to continue investing, or start investing, in 
DE&I programs that support hiring for a more 
diverse and inclusive workforce.”

GoodHire is owned and operated by Checkr. 
To learn more, or to obtain additional infor-
mation about the survey results and analysis, 
visit goodhire.com.

Most Employees Would Quit Over Lack of  
Company Commitment to DE&I 
A full 81% of workers said they 
would leave their job if their 
employer lacked a commitment  
to diversity, equity, and inclusion  
in the workplace, while 54% said 
they would take a pay cut to 
improve DE&I at work

is a proud Sponsor of the Los Angeles Business Journal’s 

2023 Diversity, Equity + Inclusion 
Symposium & Awards

We are proud to congratulate  
Partner Tiaunia Henry as nominee for the  

Community Impact Award
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howardbuilding.com/company Visit to learn more about our DEI efforts. 

      HONORED TO BE 
             NOMINATED AS AN 

    INCLUSIVE COMPANY

In January, IMA (Institute of Management 
Accountants), AAA (American Account-
ing Association), NABA Inc. (formerly the 

National Association of Black Accountants), 
CalCPA (California Society of Certi!ed Public 
Accountants), CAQ (Center for Audit Qual-
ity), and Gleim Exam Prep announced a part-
nership pilot program in California to encour-
age Black students to pursue accounting as a 
profession and Black professionals to consider 
sharing their experiences in the accounting 
classroom. The program will look to increase 
the number of Black and African American 
individuals who are "uent in accounting, the 
language of money, business, and wealth. 

Under the partnership agreement, the six 
organizations will combine their resources for 

outreach to Black students and to professionals 
for teaching roles in California. Pending the 
success of this pilot program, it can eventually 
expand to other demographic groups and geog-
raphies. 

The program will comprise four exclusive 
tracks that will aid participants in their success 
— three student tracks: the CMA (Certi!ed 
Management Accountant) track, which will 
map out a career in management accounting 
and ready participants to become CMAs; the 
CPA (Certi!ed Public Accountant) track, 
which will map out a career in public and 
private accounting and ready participants to 
become CPAs; the leadership track to help 
participants become business leaders; and the 
faculty track, which will include faculty devel-
opment from AAA and assist in the practi-
tioner-to-faculty transition. 

All of the tracks will include compli-
mentary memberships to the respective rele-
vant organizations in the partnership, along 
with resources and exposure to Black business 
leaders and faculty. Participants in the CMA 
and CPA tracks will receive access to Gleim 

Exam Prep courses, a leader in the accounting 
exam prep space and trusted by candidates for 
more than 45 years. 

The pilot program implements actionable 
solutions from the April 2022 Diversifying 
Global Accounting Talent: Actionable Solu-
tions for Progress report from IMA, CalC-
PA, and IFAC (International Federation of 
Accountants), in which all other organiza-
tions in this pilot program partnership were 
involved, that are directed toward attracting 
diverse talent with various types of campaigns. 
This program responds to the key call to action 
found in the research: advancing the United 
Nations Sustainable Development Goal 17: 
Partnerships for the Goals. 

IMA is one of the largest and most respect-
ed associations focused exclusively on advanc-
ing the management accounting profession. 
Globally, IMA supports the profession through 
research, the CMA and CSCA (Certi!ed in 
Strategy and Competitive Analysis) programs, 
continuing education, networking, and advo-
cacy of the highest ethical business practices. 

For every past, present and future CPA 

and accountant, CalCPA is a members’ club 
and professional education provider offering 
the leadership the CPA profession needs for 
change, and the knowledge professionals need 
for what’s next. 

NABA Inc. is a nonpro!t membership asso-
ciation dedicated to bridging the opportunity 
gap for Black Business Leaders in accounting, 
!nance, entrepreneurship, and related business 
professions. 

The American Accounting Association is 
the largest community of accountants in aca-
demia. Founded in 1916, it has a rich and repu-
table history built on leading-edge research and 
publications. The diversity of our membership 
creates a fertile environment for collaboration 
and innovation. 

The Center for Audit Quality (CAQ) is a 
nonpartisan public policy organization serving 
as the voice of U.S. public company auditors 
and matters related to the audits of public 
companies. 

Gleim creates online self-study courses for 
accounting certi!cation exams, including the 
CPA, CMA, CIA, and EA. 

Leading Accounting Organizations Partner  
to Diversify the Accounting Profession
Pilot program from IMA, AAA, 
NABA, CalCPA, CAQ, and Gleim will 
reach out to Black students and 
professionals in California 
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Ramo Law is honored to be listed among

THE LOS ANGELES BUSINESS 
JOURNAL’S DIVERSITY,  

EQUITY + INCLUSION AWARDS 
and would like to congratulate  all recipients 

 on this recognition

Congratulati ons
Everett  K. Sands, CEO of Lendistry

Learn more at www.lendistry.com

for your 
nominati on for the 
2023 Los Angeles 
Business Journal 
Diversity, Equity + 
Inclusion Award

Lendistry is an innovati ve and responsible lending partner 
for small businesses in Los Angeles and nati onwide. 

Image credit: Ian Harpool

Late last year, The California Department of 
Industrial Relations (DIR) and its Division 
of Apprenticeship Standards (DAS), on 

behalf of the Labor & Workforce Development 
Agency, announced the availability of $25 
million in funding to improve access to training 
and employment opportunities for women, 
non-binary and underserved populations within 
the building and construction trades. The Equal 
Representation in Construction Apprentice-
ship (ERiCA) grant funds will be used to cover 
childcare costs and improve outreach.

“The money from this grant will help 
remove obstacles to entering this industry,” 
said DIR director Katie S. Hagen. “When we 
spoke with women in construction, they told us 

childcare costs were one of the biggest barriers 
to working in the trade. We want to encourage 
organizations to utilize this funding to remove 
barriers, support parents and get creative in 
reaching out to these historically underserved 
groups in the construction trades.”

The grant aims to help organizations that 
are already working to assist women, non-bina-
ry and underserved communities to enter the 
construction trades. Community-based orga-
nizations, local education agencies, workforce 
boards, unions and other organizations that 
support equity in the construction industry are 
eligible to apply. 

“In California, women and non-binary 
individuals make up only 3.5 percent of active 
apprentices in the building and construction 
trades,” said Labor Secretary Natalie Palugyai. 
“When we stop to think about why, it’s in large 
part because construction is widely viewed 
as a man’s job. We want to change that. By 
providing childcare supportive services and 
expanding our outreach to new and underserved 
populations, we will support access and equity in 
the construction industry, while also helping to 

meet its urgent need for skilled workers.”
California has invested signi"cantly in 

apprenticeship via the 2022-2023 state budget 
including an additional $15 Million to augment 
the 2021-2022 investment of $15 Million into 
a Women in Construction Priority Program at 
DIR.

The grant funds complement the recent-
ly released Advancing Apprenticeship in Cali-
fornia: A Five-Point Action Plan to expand the 
state’s number of apprentices to a half-million 
by 2029 with equity at the center of that strat-
egy.

The Department of Industrial Rela-
tions’ Division of Apprenticeship Stan-
dards consults with employers to develop a 
skilled workforce, by establishing innovative 
apprenticeship programs that offer training, to 
create viable career pathways for Californians.

The California Department of Industrial 
Relations, established in 1927, protects and 
improves the health, safety, and economic 
well-being of over 18 million wage earners, and 
helps their employers comply with state labor 
laws. Learn more at dir.ca.gov.

Training Program Initiative Seeks to  
Increase Number of Women in Construction
Funds will help remove barriers 
to women, non-binary and 
underserved populations entering 
building and construction trades  
in California
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In an effort to recognize California legal 
employers who take vital steps to increase 
diversity, equity, and inclusion (DEI), the 

State Bar of California announced earlier this 
month the launch of its new DEI Leadership 
Seal Program.

“Promoting diversity and inclusion in the 
legal profession is an important part of the 
State Bar’s mission,” said Leah Wilson, State 
Bar executive director. “Our latest Diversity 
Report Card showed us where DEI improve-
ments in the legal profession are occurring and 
where far too many disparities still exist in Cal-
ifornia. The State Bar’s DEI Leadership Seal 
Program encourages real action that can move 
us toward the ultimate goal: a more inclusive 
legal profession that re"ects the diversity of our 
state.”

The State Bar’s 2022 Diversity Report 
Card found that the demographics of Cali-
fornia’s licensed attorneys do not re"ect the 
diversity of the state’s population. To support 
greater DEI in the workplace, the State Bar 
published “Calls to Action” that legal employ-
ers and attorneys can implement. The DEI 

Leadership Seal Program utilizes these Calls to 
Action as the centerpiece of this effort.

Legal employers who commit to meet at 
least #ve of the 10 stated DEI Leadership Seal 
Program Action Items will be recognized as 
participating employers. Participating employ-
ers will have one year after applying to the 
program to implement the Action Items. 
Employers that implement at least 5 of the 10 
Action Items will be recognized as Bronze-lev-
el recipients on the State Bar’s DEI webpage, 
enabling them to carry the DEI Leadership 
Seal on their own materials and websites. 
Those that implement at least seven Action 
Items will receive Silver-level recognition. The 
highest level of recognition is Gold-level for 
those legal employers that implement at least 
nine Action Items.

Beyond overseeing the DEI Leadership Seal 
Program, the State Bar will also be an active 
participant, with a commitment to earn Gold 
Seal status. The State Bar will share its jour-
ney in obtaining Gold Seal status as an exam-
ple for other employers.

“While the State Bar has actively worked to 

increase DEI throughout the organization for 
some time now, Board and staff leadership rec-
ognize that we can do more, and, more impor-
tantly, the State Bar can show others how to 

follow our lead,” said Wilson. “The goal is to 
increase diversity, equity, and inclusion in the 
legal #eld, and for us that means nothing less 
than Leadership Gold Seal Status will suf#ce.”

The Board of Trustees Audit Committee 
will monitor and oversee the State Bar’s pursuit 
of Gold level status.

Participating legal providers could include 
an entire organization–such as a nonpro#t legal 
aid provider or a local law #rm–or a smaller 
unit or department within an organization, 
such as an in-house legal department of a cor-
poration. A nationwide law #rm can choose to 
implement the Action Items and receive the 
DEI Leadership Seal for their entire #rm, or for 
only their California of#ces.

In future years, DEI Leadership Seal Action 
Items will change to encourage employers to 
commit to additional, more ambitious steps 
toward diversity, equity, and inclusion.

To be considered in the #rst cohort of DEI 
Leadership Seal recipients, interested parties 
must apply by March 31, 2023.

Learn more at calbar.ca.gov.

California State Bar Launches  
DEI Leadership Seal Program

‘Promoting diversity and inclusion in 
the legal profession is an important 

part of the State Bar’s mission. 
The State Bar’s DEI Leadership 
Seal Program encourages real 

action that can move us toward the 
ultimate goal: a more inclusive legal 
profession that reflects the diversity 

of our state.’
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NOMINATE TODAY!

Nominate your !nance professionals in the Los Angeles region today 
for their ongoing efforts as outstanding !nancial stewards.

To nominate, please visit labusinessjournal.com/events/cfo2023

NOMINATION DEADLINE

FRIDAY, JUNE 2
DIAMOND SPONSORS

PLATINUM SPONSORS

The Los Angeles Business Journal is proud to host 
the 17th annual CFO of the Year Awards.

March 6, 2023

Amada Linares
Vice President, Human Resources
California Credit Union

Dear Amada:

On behalf of the Los Angeles Business Journal, I’d like to personally congratulate California Credit Union for being an official 
nominee of our 2023 Diversity, Equity + Inclusion Symposium & Awards! 

We are excited to invite you to join us for this year’s live in-person event on Wednesday, March 29th. The 
program will begin with a series of panel discussions from Los Angeles industry leaders covering topics such as 
‘What’s Really Working: Journey to Success, ‘The Cost of Inequity’, ‘Building a Multi-Generational Workforce’, and 
much more. Then, we’ll be celebrating our DEI champion class by unveiling finalists and honorees in various 
award categories. 

Diversity, Equity + Inclusion Symposium & Awards 
Wednesday, March 29, 2023

8:30am – 11:15am | Symposium 
12:00pm – 1:30pm | Awards Luncheon

JW Marriott Los Angeles L.A. LIVE
900 W Olympic Blvd. | Los Angeles | CA | 90015

REGISTER HERE!

It is our privilege to host you in-person again this year and celebrate the DEI leaders making an impact on our 
Community of Business™. Space for this event is limited and on a first-to-commit basis. We anticipate selling out, 
so please secure your registration. We hope that you can join us!

The March 27th edition of the Business Journal will showcase nominees, with the April 4th edition featuring 
finalists and honorees.  Please reach out to events@labusinessjournal.com directly with any questions. 
Congratulations again and we look forward to celebrating you!

Best Regards,

      
      Josh Schimmels                                                            
      Publisher & CEO                                                              
      Los Angeles Business Journal    

                                  

We Applaud the Eff orts of Our Employee-Led 
Diversity, Equity & Inclusion Committee 

at California Credit Union

Offi  cial Nominee for Los Angeles Business Journal’s
Diversity, Equity + Inclusion Symposium & Awards 2023

We are so proud of you!

The events of the past three years—includ-
ing a pandemic, social strife, and the Great 
Resignation—have upended the role of the 

chief human resource of!cer (CHRO). Now, 
CHROs are being called on to play a greater 
part in addressing the environmental, social, 
and governance (ESG) matters—both the risks 
and opportunities for companies.

Based on discussions with more than 100 
human capital leaders at multi-national com-
panies and regional powerhouses in Europe, 
Asia, and the US, a new report from The 
Conference Board reveals the increased pres-
sure on companies to act on ESG issues, and 
the expanded role of human capital leaders in 
doing so. CHROs will need to—among other 
things in the ESG sphere—help shape the 
corporate voice on social issues, articulate the 
mission and purpose of their companies, and 
communicate the company’s people strategy 
to an increasingly broad set of stakeholders. 
This has become all the more urgent as com-
panies prepare for upcoming US Securities and 
Exchange Commission (SEC) requirements 
to further disclose data on a company’s human 

capital resources, measures, and progress 
against objectives.

Additionally, the report also explores the 
challenges CHROs must navigate to suc-
cessfully lead remote and hybrid teams and 
to shape an organizational culture that both 
attracts and retains workers. 

Insights from the report, “The CHRO’s 
Role in Navigating the Future of Work,” 
include:

CHROs will partner with C-suite  
colleagues and the board to help shape the 
company’s voice on social issues.

What to expect:
• As companies navigate the complexities 

of societal change and demands for transparen-
cy, CHROs will partner with C-suite colleagues 
and the board to help shape the corporate 
voice on social issues.

• The disclosure of human capital metrics 
and the shaping of the corporate narrative 
around people issues for a variety of stake-
holders—both internally and externally—will 
become more critical.

• The ability to work closely with, and 
bene!t from, board directors in their human 
capital management oversight role will be 
increasingly important.  

How to prepare:
• CHROs should follow a consistent frame-

work for their formal and informal communi-
cations with stakeholders on human capital 
management.

“The crises of the past few years have 
underscored why human capital management 
matters—it’s an essential part of the overall 
business strategy, including achieving a compa-
ny’s ESG goals,” said Rebecca Ray, PhD, exec-
utive vice president of human capital at The 
Conference Board. “Board oversight of human 
capital management will continue to grow in 
importance. CHROs will need to ensure that 
directors understand the organization’s capabil-
ity to execute the business strategy.”

The company’s mission and purpose should 
underpin not only company culture, but guide 
decisions about the work environment.

What to expect:
• There will be greater intention given to 

the overall purpose of business as well as strate-
gies used to deliver on that purpose.

• Strong culture—where employees feel 
included, valued, and respected, as well as con-
nected to something greater than themselves—
will create a competitive advantage in both 
attracting and retaining talent.

How to prepare:
Clearly articulate both the connection to 

mission and purpose, as well as new cultural 
norms for creati • ng a respectful workplace.

• Develop a playbook on why an employee 
needs to follow a speci!c work model, includ-
ing clear rationale explaining requirements to 
be in the of!ce.

• Give employees options for #exibility 
based on personal needs. By offering #exibility, 
organizations can meet the diverse needs of 
their workforce and boost retention. 

Technology and analytics will guide 
CHROs as they work toward business goals.  

Chief Human Resource Of!cers  
Have an Additional Focus: ESG
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What to expect:
• The HR function will have a broader 

impact on people across the organization (e.g., 
workforce diversity, predictive analytics) and a 
sharper focus on business outcomes.

• CHROs will leverage technology to track 
and measure progress on metrics related to 
human capital.

Roles within the HR function, such as HR 
generalists and specialty roles, will become 
more sophisticated as technology reduces 
administrative burdens.

How to prepare:
• CHROs will need to develop new and 

wider skill sets, including analytics, business 
acumen, and high-level strategic skills.

• Leaders should show a greater connection 
between HR processes and business results: 
Increase efforts to map talent to value, priori-
tize strategic workforce planning, and leverage 
the use of technology and analytics to make 
better people decisions.

• Beyond simply ensuring fair and equitable 
treatment for all workers and alignment with 
organizational values, evaluate and re!ne pro-
grams, policies, and actions to foster a culture 
of inclusion and belonging.

• Clearly de!ne roles and responsibili-
ties, streamline processes, and leverage technolo-
gy to reduce “friction” in processes for employees. 

CHROs will lead the organization toward 
a seamless hybrid culture, offering !exibility 

and upskilling.
What to expect:
• As work-from-anywhere models expand, 

there will be a premium on the development 
of tech skills and infrastructure that support 
#exible teams.

• Workers will need support to be innova-
tive, agile, and resilient.

How to prepare:
• CHROs will need to reimagine the phys-

ical workspace, investing in and integrating 
technologies that promote productivity and 
collaboration.

• Ensure teams are empowered to make 
decisions about how work gets done to maxi-
mize ef!cient time use and foster agility.

• Hire for speci!c skill sets, not speci!c roles, 
and make mining internal talent a priority.

• Assess capabilities across the workforce 
and !ll skill gaps by investing in upskilling and 
reskilling.  

Through successive waves of “black 
swan” events, CHROs will need to rethink 
leadership development. 

What to expect:
• Successful leaders will need to thrive in 

virtual and hybrid environments with blended 
teams.

• CHROs should articulate the core values 
and principles of the organization to all stake-
holders, including the board, teams, customers, 
and suppliers.

• Leaders will be required to champion 
agile ways of working, drive digital innovation, 
and shape organizational culture and talent 
development.

How to prepare:
• Develop authenticity, empathy, and a 

growth mind-set, coupled with a mastery of 
HR-related skills such as performance manage-
ment, coaching, and development.

• Increase the use of skill assessments and 
analytics to determine and revise criteria for 
advancement and succession planning.

• Leaders at all levels should be held 
accountable for turnover, engagement scores, 
DEI goals, and other key metrics tied to corpo-
rate values and purpose.

Information for this article was provided by the 
Conference Board, a member-driven think tank 
that delivers trusted insights for what’s ahead. 

Learn more at  conference-board.org.

Raines Feldman is a proud sponsor of the 
2023 Diversity, Equity + Inclusion Awards

Congratulations to

Leticia Kimble  
and Shaun Kwon
on being recognized for their DEI efforts that 
are fundamental to our success.

www.raineslaw.com         Los Angeles | Orange County | New York
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The National Alliance for Black Business 
(NABB), co-founded by the National 
Business League (NBL) and National Black 

Chamber of Commerce (NBCC), in partner-
ship with the World Conference of Mayors 
(WCM) and the Historic Black Towns and 
Settlements Alliance (HBTSA) earlier this 
year announced the nation’s "rst-ever Black 
Business Enterprise (BBE) certi"cation and 
scorecard program at the WCM Black Business 
Breakfast and Press Conference presented by 
Comerica Bank.

The landmark BBE certi"cation and score-
card program, designed and trademarked by 
the NBL, will certify businesses that are at least 
51% Black-owned to be eligible for mainstream 
public, private, and philanthropic contracting 
and procurement opportunities.

The BBE certi"cation was created to address 
the fact that today, 59 years after the 1964 
Civil Rights Act, less than 1% of the nation’s 

3.2 million Black-Owned Businesses are certi-
"ed as U.S. Minority Businesses according to a 
2021 report published by the National Minori-
ty Supplier Development Council (NMSDC). 
Of 3.2 million Black-owned companies, only 
5,881 Black businesses have an MBE  
certi"cation.

Uncerti"ed minority-owned companies are 
ineligible for U.S. government procurement 
equity programs, freezing them out of more 
than $100 billion in minority-designated 
U.S. government contracts according to data 
released by the White House. Also, less than 
1% of Black-Owned Businesses are certi"ed 
with any federal, public, private or minority 
certi"cation programs in the U.S., since the 
1968 expansion of the Civil Rights Act.

The BBE certi"cation is accompanied by 
the BBE scorecard, a groundbreaking digital 
accountability tool that will help organizations 
measure, publish, and improve participation 
and spend ratios with Black business, led by 
national Black business organizations. The 
scorecard will hold all sectors and industries 
accountable, including the 1,100 private 
U.S. corporations that pledged an estimated 
total of $200 billion to Black equity efforts 
after George Floyd’s murder in 2020, with those 
promises still mostly unful"lled, according to a 

2020 McKinsey & Company report.
“The BBE certi"cation and scorecard are 

designed to offer Black-led solutions after 
decades of economic equity programs have 
failed Black people,” said Dr. Ken L. Harris, 
president and CEO of the NBL and co-founder 
of the NABB. “The Black community can no 
longer depend on non-Black-led certi"cation 
programs and non-Black-led business organiza-
tions that, in large part, have failed to produce 
the results necessary to change the economic 
conditions of Black people in America. Booker 
T. Washington had it right at the turn of the 
20th century. It is time for the Black communi-
ty to take ownership of their economic destiny, 
we are looking for ROI, a return on inclusion.”

Although the U.S. Civil Rights Act was 
a response to Black civil unrest, data shows 
that Black people have not economically 
bene"ted from these initiatives as much as 
other disadvantaged groups. Federal Reserve 
Data shows the wealth gap between Black and 
White communities has not materially changed 
since the years immediately following the U.S. 
Civil War and is unchanged since 1968 with 
the expansion of the 1964 Civil Rights Act.

In 2021, White Americans had seven times 
the wealth of Black Americans, the widest 
wealth gap of any other minority group in the 

U.S., according to the Economic Policy  
Institute.

The BBE certi"cation will address the barri-
ers to certi"cation unique to the Black business 
community and engage Black-owned businesses 
through established Black commerce channels, 
which broader diversity and minority certi"ca-
tions have failed to do.

“The illusion of inclusion is no longer 
an acceptable business model. Today, we 
unveil a powerful tool to clear the smoke 
and mirrors from minority business data and 
keep score on our own Black economic prog-
ress,” said Charles H. DeBow, III, president 
and CEO of the NBCC and co-founder of 
NABB. “NABB will be the organization of 
the future that delivers measurable results to 
the Black community.”

The NABB will introduce the pilot BBE 
certi"cation and scorecard program to several 
historically Black municipalities and cities 
with Black mayors, before launching the initia-
tive on a national scale.

“The BBE certi"cation and scorecard are 
perfect examples of Black self-determination—
it’s a powerful thing to measure and validate 
your own progress,” said Johnny Ford, president 
and founder of the WCM and the HBTSA and 
the "rst Black mayor of Tuskegee, Alabama.

NABB Launches Certi!cation and Scorecard
BBE Certification and Scorecard to 
be piloted in historic Black towns, 
and cities with Black mayors, then 
on national scale
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The American Society of Health-System 
Pharmacists (ASHP) and six other health-
care organizations have released a joint 

position statement encouraging racial diversi-
ty, equity, and inclusion (DEI) in all areas of 
healthcare, including regulatory boards, the 
workforce, education, and patient care. 

Ensuring DEI among healthcare leadership 
is key to enhancing professional opportuni-
ties and health outcomes for people of all 
backgrounds. Leaders and practitioners must 
understand the issues that affect the popula-
tion they serve in order to effectively serve 
them.

The path to leadership within the health-
care !eld presents a disproportionate number 
of obstacles for racial and ethnic minority 
populations – challenges that begin during 
the early education years and extend into the 
professional years. Action is needed to iden-
tify and remove obstacles that limit access to 
leadership and professional roles for members 
of racial and ethnic minority groups. To make 
real impact, appropriate changes in policies 
and practices must be implemented to support 

DEI goals.
To encourage further action throughout 

the healthcare community, the National 
Association of Boards of Pharmacy (NABP), 
ASHP, and the organizations that have signed 
on to this statement have outlined the follow-
ing recommendations for enhancing DEI at 
all levels of healthcare:

1. Implement and support policies and 
programs that eliminate !nancial barriers 
that inhibit students who are Black, Indig-
enous, or members of other racial minority 
groups from entering and participating in 
health care professional opportunities, such as 
pursuing degrees.

2. Incorporate DEI concepts addressing 
social determinants of health, unconscious 
bias, antiracism, health disparities, and cul-
tural competence into healthcare professional 
curricula. as well as in continuing professional 
education requirements.

3. Develop policies that facilitate men-
torship programs for students and new profes-
sionals who are Black, Indigenous, or mem-
bers of other racial minority groups.

4. Implement programs to educate learn-
ers from pre-college students through new 
professionals about their opportunities to 
work in health care !elds and serve on state 
regulatory boards with the goal of increasing 
racial and ethnic DEI.

5. Review state laws, rules, and policies 
that address the regulation of healthcare dis-
ciplines for the presence of racial disparities, 
bias, and barriers with the goal of eliminating 
structural racism.

6. Collect and document data measuring 
the representation of Black people, Indige-
nous people, and People of Color on health 
care regulatory boards and in the workforce, 
as well as members’ attitudes about DEI top-
ics. Measure and document all such informa-
tion over time to show trends.

7. Review, measure, and document data 
on potential racial and ethnic disparities in 
the reporting of complaints and disciplinary 
actions handled by healthcare regulatory 
boards.

8. Partner with healthcare and regulatory 
organizations established to address DEI 

issues in order to strengthen the work already 
happening.

Seeking input, insights, and perspectives 
from a variety of individuals and groups, 
NABP will continue to convene with stake-
holders and work groups to evaluate the 
current diversity and inclusion climate within 
the profession, propose recommendations for 
change, and provide resources. By combining 
and collaborating DEI efforts with other orga-
nizations’ initiatives to amend policies and 
practices, NABP and other agents of change 
can create a stronger healthcare community 
devoted to protecting public health.

The development of this policy statement 
was supported by the United States Depart-
ment of Health and Human Services (HHS), 
Of!ce of the Assistant Secretary for Health 
(OASH), and Of!ce of Minority Health 
(OMH) as part of a !nancial assistance award 
totaling $601,400 with 100% of the project 
funded by HHS/OASH/OMH. 

Learn more at ASHP.org.

Pharmacy and Health Organizations Team  
to Ensure DEI in Healthcare

056-84_DEI_adverts_SUPP.indd   83056-84_DEI_adverts_SUPP.indd   83 3/23/23   10:45 AM3/23/23   10:45 AM



84   LOS ANGELES BUSINESS JOURNAL – BRANDED CONTENT    MARCH 27, 2023
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McGuireWoods embraces partnerships with clients  
and organizations that share our commitment to  

advancing diversity and inclusion.  

Congratulations to  

Tanya Greene, 
finalist for Community Impact Award of the Year.

The National Restaurant Association recent-
ly released a landmark diversity, equity, 
and inclusion (DEI) report measuring the 

awareness and perceived effectiveness of DEI 
practices among employers and employees in the 
restaurant industry. The research, conducted in 
collaboration between the National Restaurant 
Association, the National Restaurant Asso-
ciation Educational Foundation (NRAEF), 
the Multicultural Foodservice & Hospitality Alli-
ance (MFHA), and Cornell University Nolan 
School of Hotel Administration, found an asso-
ciation between the impact of DEI strategies and 
foodservice workers’ job satisfaction. The study 
also highlighted differences between a company’s 
perceptions about its DEI effectiveness and its 
employees’ experiences. Ultimately, the report 
reinforces the critical importance of effective DEI 
policies in driving employee engagement and 
retention within the restaurant industry.

To support the development of effective 
DEI programs across the industry, MFHA cre-
ated ELEVATE – A Menu for Change. The 
framework provides restaurant operators with 
proactive business strategies and plans for 
building a more diverse, inclusive, and engaged 
workforce.

“This research highlights the opportunity 
for companies to elevate their DEI game,” said 

Gerry Fernandez, president and founder of 
the Multicultural Foodservice & Hospitality 
Alliance. “We have this incredible opportu-
nity to listen, learn, and act to improve our 
DEI practices. Committing to and investing in 
these changes can increase retention of current 
restaurant industry employees and enhance the 
overall perception of working in the restaurant 
industry. Our mission is to open doors of oppor-
tunity for people from all backgrounds and we 
are eager to help do whatever it takes to ensure 
our industry is the gold standard for diversity, 
equity, and inclusion.”

KEY FINDINGS OF THE REPORT
Employer reporting of employee demograph-

ics over-estimates the number of historically 
marginalized communities in the restaurant 
industry, especially at the mid- and upper levels 
of management, compared with how employees 
self-report.

When asked about the current pro"le of 
diversity in the foodservice industry, individuals 
typically reported differently than the enter-
prise. This suggests businesses may perceive 
an environment of diversity that is different 
than what is experienced by employees. If left 
unchecked, this has the potential to minimize 
the experience of historically marginalized 

communities; limit an organization’s ability to 
recognize the need for a more diverse workforce 
and change recruiting policies accordingly; and 
create an environment for turnover. Key "nd-
ings include:

• Enterprise-level reporting of gender demo-
graphics is different than individual employee 
reporting. Enterprises underreport the percent-
age of female employees and overreport the 
representation of non-binary/non-conforming 
employees compared with how employees 
self-report (55% of individuals identify as 
female, enterprises report 35%; 1% of individ-
uals identify as non-binary/non-conforming, 
enterprises report 18%).

• A greater percentage of individual employ-
ees self-identify as Hispanic, Black/African Amer-
ican, and other races than enterprises report.

• Enterprises reported a higher representa-
tion of people with disabilities than individuals 
indicated; 16% of individual employees self-re-
ported having a disability, while enterprises 
report 34%.

Employee and employer perceptions of cur-
rent DEI initiatives differed on the effectiveness 
and awareness of the policies.

Enterprises generally believe they have cre-
ated work environments that support DEI, yet 

awareness of those policies is often weak among 
current employees, and even more so among 
former employees. This can lead employees to 
believe that DEI is not a strategic priority, which 
can ultimately lead to a lack of job satisfaction 
and higher turnover. Key "ndings include:

• 92% of enterprises report having dedi-
cated DEI initiatives, however there is limited 
awareness of those policies among employees. 
For example, 78% of enterprises reported having 
employee diversity training or awareness events, 
while only 48% of current employees and 34% 
former employees reported receiving this train-
ing.

• 73% of enterprises believe that a diverse 
workforce improves a company’s innovation, 
yet 54% of enterprises believe that money spent 
on diversity programs is not having a noticeable 
impact.

• 58% of enterprises believe that they pro-
vide adequate DEI training.

• 30% of current employees and 14% of for-
mer employees believe the diversity programs in 
place at their restaurants have a positive impact 
on the workplace.

Find more information about the DEI Report on 
the Restaurant Industry 2022 and ELEVATE – A 
Menu for Change framework at restaurant.org.

Restaurant Industry Releases DEI Research 
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