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Welcome Letter
Dear Friends,

In 2019, the Port of Seattle became the first port authority in the country to establish an office
of equity. In doing so, our organization made an initial commitment of time and resources to
embed equity, diversity, and inclusion into the fabric of the organization. Also, by creating the
Office of Equity, Diversity, and Inclusion (OEDI), the Port acknowledged that for too long it has
benefited from white-dominant culture and comfortably operated in an unjust, racist society.
By failing to acknowledge these inequities, the organization realized that it was playing a role in
perpetuating them.

We are committed to doing better for our organization and for the communities we serve. We
are committed to becoming an equitable, anti-racist organization. The Port aspires to be an
organization that mirrors — throughout its breadth of operations and services and within its
leadership structure — the diversity of our community, instills principles of equity in its culture,
and ensures a fair and intentional distribution of opportunities with the goal of expanding
economic development and quality of life for all. There is much work ahead of us to truly realize
this goal. There will continue to be successes and setbacks, and we are in it for the long haul.

This report, and the recommended actions for change that it includes, is a step towards this
goal. In the pages that follow, you will read over a year’s worth of work to actively advance
equity within the Port while building a strong foundation for sustainable change. This report
draws on our employees' perceptions and experiences as it relates to our culture, policies, and
practices. We have many strengths to build on and many achievements to celebrate. We also
have many opportunities for growth and progress.

To address the patterns of disparities and inequities identified by employees, this report puts
forward a set of robust recommendations that are both prescriptive and aspirational. Our
recommendations include gathering more data and analysis in some cases to identify the
specific potential disparities. Any one recommendation by itself may seem insufficient - one
piece of a giant puzzle. But together, they complete a picture - a vision for transformational
change. Through these recommendations, we will foster a culture of belonging and inclusion;
we will build authentic, meaningful relationships with the communities we serve; and we will
set a national standard for what a racially equitable government can truly be.

Creating an anti-racist, equitable Port requires commitment and perseverance. We need
everyone, Port leadership and staff, community partners, and contractors, to work together to
improve our practices and generate lasting, transformative change. Together we will succeed.

In Unity,

Bookda Gheisar, Senior Director, Office of Equity, Diversity, and Inclusion
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Executive Summary

The Port of Seattle is committed to working both regionally and nationally to achieve equity
and justice for all. The Port recognizes our essential role in building a socially just institution by
dismantling the structural barriers that have prevented the full participation of our most
marginalized communities.

Since 2017, the Port has stepped up efforts to integrate equity into its work including by
creating a standalone Office of Equity, Diversity, and Inclusion (OEDI) in 2019. OEDI’s mission is
to build capacity across the organization to address institutional oppression and to transform
Port policies, practices, and processes. OEDI has used the three-pronged framework outlined in
the Port’s Equity Strategic Plan to 1) normalize, 2) organize, and 3) operationalize equity Port-
wide.

Already, OEDI has made major progress in its first few years of existence, from trainings and
assessments focused on improving equity within the Port to shaping the implementation of
externally facing efforts like the South King County Fund and the development of the Port’s
Equity Index. However, there is clearly more work to be done, and so, on October 13, 2020, the
Port of Seattle Commission adopted Motion 2020-19, known as the Racial Bias & Equity
Motion, “[t]o direct the Executive Director to examine Port operations and policies for sources
of racial bias and discrimination and to develop programs and policies eliminating inequity in all
aspects of the organization.” This document reports back on the tasks contained in the Motion.

The findings and recommendations contained in this report draw on input gathered from
several employee engagement efforts — ranging from Port-wide initiatives, such as the 2021
Equity Survey, to focused gatherings to solicit feedback from specific groups of employees, like
EDI Assessment Listening Sessions. Each of these efforts is described, along with a summary of
the results, in the report and its appendices. OEDI also utilized employee feedback to vet and
finalize this report document, ensuring that it accurately reflected the inputs received.

The results of this effort are fifteen key issues grouped into six focus areas.

e Workplace Culture

e Operations and Processes

e Employment

e Equity Capacity Building

e Engaging WMBEs and Small Businesses
e Engaging Impacted Communities

Each of these focus areas represent an opportunity to address concerns and make progress in
key areas of Port-wide equity. Furthermore, to ensure that the Port turns issues into action, this
report lists 50 clear, tangible next steps that can be implemented beginning in 2022, beyond
the steps already taken on each of these fronts. The full report contains additional details on
each of these recommended actions, including further discussion of the issues and concerns



raised by Port employees on each topic as well as existing progress to date on the issues
identified.

Finally, it is critical to note that this report reflects a synthesis of input and key issues expressed
by all employees and drawing from multiple sources of evidence as described above. However,
the data also indicate that individual experiences of equity, diversity, and inclusion across the
Port vary widely.

Specifically, issues and concerns often fall along racial and gender lines, with some employees
indicating satisfaction with the status quo and/or less concern, while others face greater
barriers, have comparatively greater concerns, and/or are more negatively impacted by racism
and other inequities. The latter groups include Black, Indigenous, and people of color (BIPOC),
women, and represented employees. As one employee noted, “It’s a tale of two Ports.”

Black, Indigenous and People of Color. A recurrent pattern was that BIPOC employees,
especially Black/African American workers, expressed greater concerns about racism
and other inequities, across almost all topical issues, whether hiring or compensation or
workplace culture. This was especially evidenced in the qualitative data of the Equity
Survey.

Women, with a focus on women of color. Women employees also shared gender-based
concerns across several of the employee engagement activities. In the Equity Survey, for
example, respondents called for consideration of other aspects of equity besides race,
with gender equity mentioned most often.

Represented and off-shift workers. This group of employees expressed unique
challenges, including lack of access to professional development opportunities,
inadequate support for participation in equity activities from their supervisors, and
often not being included in or provided meaningful access to Port-wide equity or
professional development activities.

Additionally, intersectionality compounds inequities. For example, women of color, or
Black represented workers, expressed even greater barriers and inequities.

Informed by the experiences of these specific groups, this report intentionally strives to
recognize these inequities and take a proactive, racial equity centered approach. In the
report, this is done by spotlighting perspectives from these groups, and integrating
Recommended Actions specific to these groups throughout the Recommendations.



Table of Issues and Recommendations

Fifteen key issues were identified from the various sources of input previously described. These are grouped into six focus areas:
Workplace Culture, Operations and Processes, Employment, Equity Capacity Building, Engaging WMBEs and Small Businesses, and
Engaging Impacted Communities. These are shown below along with a Summary of Recommended Actions for each issue.

Table 1. Equity Assessment Focus Areas, Key Issues and Summary of Recommended Actions

Focus Areas Key Issues Summary of Recommended Actions

1. Ongoing racial equity training and development for Port of

Seattle’s leadership.

Policy Directive to codify equity

Continue communication efforts to make information accessible

4. OEDI on-site presence at SEA Airport Office Building (AOB) and
maritime locations

1. Inconsistencies in Port-wide
vision for and commitment to
equity

W N

5. OEDI continues EDI learning opportunities (e.g., book clubs,
caucusing, etc.) to normalize racial equity, including accessible
training opportunities for represented and shift employees.

6. Language and Meaning Initiative on how to use language that is
equitable and inclusive.

7. Uplift examples of supervisors and employees who are advancing

racial equity.

Targeted caucuses.

Strengthen the Change Team’s impact.

10. Identify and address equity and anti-racism as central to the
Port’s Special initiative to address anti-black racism.

Workplace Culture 2. Lack of open dialogue about
equity and racism

© %

11. Each year, ERGs, D&D Council, Change Team, and OEDI review
and coordinate annual work plans and priorities including
budgeting needs.

12. Develop organizational policies, practices, and mechanisms for
participation in decision making tailored to specific groups.

3. Lack of BIPOC representation
and voice in decision making
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Table 1. Equity Assessment Focus Areas, Key Issues and Summary of Recommended Actions

Focus Areas

Key Issues

Summary of Recommended Actions

13.

14.

Town Hall briefing for new Commissioners to discuss potential
collaboration and partnership.

Set baseline for, track progress on, and publish data on racial and
gender diversity in senior level positions and higher.

4. Lack of safety and a fear of
retaliation when reporting
racism and discrimination

15.

16.

17.

Curriculum and training for supervisors that increases
supervisors’ comfort with addressing issues of race and gender.
Training to increase supervisors’ awareness of what constitutes
retaliation.

Human Resources to offer training on the fair and consistent
application of HR-18 and Code of Conduct policy.

Operations and
Processes

5. Unclear discrimination
reporting process

18.

19.

20.

21.

22.

23.

24.

Workplace Responsibility and Employee Relations continue
process improvement and report back in 2022.

Increase communication and clarity about how Workplace
Responsibility and Employee Relations processes work.
Workplace Responsibility and Employee Relations will publish an
annual report.

Title VI reporting issues will be clarified by OEDI, Legal, and
Employee Relations.

Develop a process for consultants and contractors to report
issues of discrimination.

Additional training for represented workers on reporting
discrimination.

Port-wide dialogue about reporting discrimination and manager
accountability.




Table 1. Equity Assessment Focus Areas, Key Issues and Summary of Recommended Actions

Focus Areas Key Issues Summary of Recommended Actions

25. Executive Director, Commission, Executive Leadership Team lead
by example.

26. Consistent and on-going messaging from Port leadership to all
supervisors about the importance of leaders’ accountability to
Port values and EDI.

27. Foundational EDI training for all new supervisors and additional
advanced racial equity training for all supervisors.

28. Develop EDI performance goals, competency, and evaluation
best practices for all supervisors.

6. Gaps in critical role of
supervisors!

29. Trainings and technical assistance on how to integrate equity

7. Inconsistent integration of into department budgeting processes.
equity in key Port-wide 30. Training and working group to develop skills, expertise, and
processes capacity on using data with an equity lens.

31. Starting in 2022, all departments set annual EDI goals.

32. Integrate equity considerations more deeply into the interview
8. Inequities in recruitment, and hiring process.

hiring, and qualifications 33. Develop system to track equity indicators in hiring processes.
34. Increase BIPOC representation in leadership positions.

Employment 35. Make salary information more accessible and easier to find.
36. Additional work on compensation equity: complete Port-wide
9. Inequities in compensation analysis, establish a definition and philosophy for pay equity,
determine potential remediation, and implement a new pay
program.

1 In this report, “supervisors” includes employees with at least one direct report.
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Table 1. Equity Assessment Focus Areas, Key Issues and Summary of Recommended Actions

Focus Areas Key Issues Summary of Recommended Actions

37. Performance Link goal for all supervisors to provide training and
development opportunities to all employees interested in
advancing.

38. Assess if certain formal education or credentials are needed to

10. Barriers to advancement for perform the essential functions of open jobs.
internal candidates 39. Develop system to track promotion of internal candidates.

40. Increase staff awareness about the Port’s internal mentorship
program.

41. Improved supervisor training on how to use coaching and
mentoring as a management practice.

42. Expand equity-related training activities.

43. Explore the need to create dedicated funding to support

Equity Capacity 11. Barriers to participation — employee participation in EDI efforts, especially for represented

Building resources and resistance workers.

44. Explore development of a policy to allow and support employee
participation in equity learning activities.

45. Assessment of barriers for small businesses and WMBEs to

12. Barriers for WMBEs and small contract with the Port.
businesses 46. Strengthen internal communication and training about
contracting processes with WMBEs and small businesses.
Engaging WMBEs and 47. For all new contracts, add provisions for language services, anti-
Small Businesses harassment language, and integrate anti-bias video review and
13. Barriers in procurement discussion in contract evaluation panels.
processes 48. Support community partnerships by reducing paperwork,

expediting contracts, and creating feedback loops and a
dedicated CPO team for CBO engagement.
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Table 1. Equity Assessment Focus Areas, Key Issues and Summary of Recommended Actions

Focus Areas

Key Issues

Summary of Recommended Actions

14. Lack of empowered and
meaningful ways for external
stakeholders to engage with

Engaging Impacted the Port

Communities

49.

50.

52.

Continue work to stand up and operationalize the Community
Equity Board.
Create processes and best practices for how the Port engages
communities.

. Ongoing training and support to develop employees’ skills to

navigate power dynamics, build authentic relationships, and
engage communities in inclusive, meaningful ways.

Create dedicated funding to support and remove barriers for
community engagement.

15. Challenging processes for
community-based
organizations to contract with
the Port

53.

Continue process and system improvements in Port’s community
investment programs.
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Introduction and Overview

1. History and Background

The Port of Seattle is committed to working both regionally and nationally to achieve equity
and justice for all. The Port recognizes our essential role in building a socially just institution
by dismantling the structural barriers that have prevented the full participation of our most
marginalized communities.

Since 2017, the Port has stepped up efforts to integrate equity into its work including, in
2019, creating its first Office of Equity, Diversity, and Inclusion (OEDI). OEDI’s mission is to
build capacity across the organization to address institutional oppression and to transform
Port policies, practices, and processes. To date, OEDI has led major initiatives to advance
equity within the Port of Seattle. Notable accomplishments are highlighted below,
organized by the three-pronged framework of the Port’s Equity Strategic Plan: normalize,
organize, and operationalize equity.

Normalizing Equity

e Deepened employees’ understanding about equity and anti-racism through
trainings, workshops, and speaker events

e Joined the Government Alliance on Race and Equity (GARE), a national network of
governments working to achieve racial equity

e Participated in and organized local and national racial equity efforts, including
coordinating an ongoing West Coast Port Partners Meeting to discuss equitable
strategies pertaining to COVID-19, budgeting tools, and best practices for advancing
equity

e Supported Port employees during the 2020 Black Lives Matter movement and civil
unrest, organizing opportunities and providing resources for employees to increase
awareness of racial justice and engage in equity work

Organizing for Equity
e Developed the Port’s first Equity Strategic Plan in 2020, and updated it in 2021

e Developed and implemented Port-wide policies to integrate equity systemically,
including mandatory equity trainings for supervisors and all employees

e In 2020-21, conducted a series of trainings including Change Team Foundational
Training, Staff Racial Equity Orientation, and Supervisor Racial Equity Training, with
participation by 975 Port employees

12



Undertaking or partnering with other departments to conduct major assessments of
equity, diversity, and inclusion at the Port, including an EDI Assessment, and Port
Police Assessment, Women of Color Assessment

Laid the groundwork for formation of a first-time Port Community Equity Board to
ensure community stakeholders can influence Port decision-making that impacts
communities and hold the Port accountable to the public

Operationalizing Equity

Updated the Port’s Century Agenda by adding a goal for the Port to “Become a
Model for Equity, Diversity, and Inclusion.” Through this goal, the Port of Seattle will
ensure that equity is at the core of all our work and the principles the Port embodies

Supported the Port Commission to establish the Equity and Workforce Development
(EWFD) Standing Committee in 2020

Formed a Port-wide Change Team, an all-departmental cross-functional team of
employees to lead equity work across the Port

Supported creation of the Port’s Workforce Development department to lead the
Port’s efforts to improve wage equity and career development in Port-related
industries for port-impacted communities, communities of color, and low-income
communities

Created and implemented of the South King County Fund Economic Recovery
Program and the Opportunity Youth Initiative —two Port programs that are leading
an equitable economic recovery in our region, particularly in South Seattle

Developed core principles for the Port’s COVID-19 economic recovery framework to
account for how some in our community have borne a much more difficult burden
during the pandemic as the Port is actively working to include those most impacted
in its recovery efforts

Developed the Port’s first Equity Index as a tool for the Port to understand the
degree to which different communities experience pollution burdens and social
inequities and use that information to direct resources towards the areas of greatest
need

13



2. Purpose and Scope of Report

Port of Seattle Commission Motion. On October 13, 2020, the Port of Seattle Commission
adopted Motion 2020-19, known as the Racial Bias & Equity Motion, “To direct the
Executive Director to examine Port operations and policies for sources of racial bias and
discrimination and to develop programs and policies eliminating inequity in all aspects of
the organization.”?

The Motion directed the Port to take: “...additional steps beyond what the OEDI Strategic
Plan has set out to achieve by directing the Port to align those policies and procedures
which will result in the development of a comprehensive policy. This will establish the Port,
locally and nationally, as a leader in this work, illustrating our commitment to act, learn, and
progress as an organization that values and centers EDI, accountability, and transparency.” 3

Provisions in the Motion directed the Port’s Executive Director, or designee, to complete
and report on several key tasks by October 30, 2021. Below is a summary of those tasks. See
Appendix A for the full Motion.

1. Convene Port employees and offer learnings and deeper analysis of anti-Black
racism.

2. Develop, require, and conduct racial equity and unconscious bias training for
Commissioners, the Executive Director, the Executive Leadership Team, supervisors,
and employees.

3. Establish an internal Change Team with representatives from each division and
department within the Port to assess the current state of equity, diversity, and
inclusion for all teams. Conduct and report on assessment.

4. In addition to the Port-wide assessment conducted by the Change Team, OEDI will
review the policies and issues...identified by Port employees as the most challenging
barriers to fairly accessing resources and opportunities at the Port: employee
development, promotion and compensation; recruitment, hiring, retention, and
promotion of Black, Indigenous, and people of color (BIPOC) Port-wide; policies and
practices impacting BIPOC contractors and WMBEs, with a particular focus on firms
owned by Black descendants; contracting and procurement policies and practices
impacting community organizations’ and contractors’ access to Port resources; and
other areas identified through OEDI employee engagement.

5. Create a Community Advisory Board to ensure the Port is accountable to the public in
the integration of equity principles into the Port’s work. *

2 Motion 2020-19. Port of Seattle Commission. October 13, 2020.
3 Motion 2020-19. Port of Seattle Commission. October 13, 2020.
4 Motion 2020-19. Port of Seattle Commission. October 13, 2020.
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Scope of Report. This document reports back on the tasks contained in the Motion. The rest
of this Introduction section includes a description of the methodology by which the tasks
were completed, issues analyzed, and recommendations developed. It also spotlights three
key employee populations that face disproportionate inequities. The main section of the
report presents fifteen Key Issues that emerged from the organizational assessment, along
with Recommended Actions to address each.

Implementation. Once approved by Port leadership, the Recommended Actions in this
report will be translated into implementation actions with associated progress milestones.
These will be integrated into OEDI’s 2022 Strategic Plan. OEDI will manage and coordinate
implementation by various departments, with an aim to report back to the Port Commission
at the end of 2022.

Process and Methodology

Stakeholder Input. The findings and recommendations contained in this report drew on
input gathered from several employee engagement efforts. These ranged from Port-wide
initiatives, such as the Equity Survey, which reached out to all employees, to focused
gatherings to solicit feedback from specific groups of employees whose voices have often
been under-represented and/or who face unique or additional barriers that warrant
intentional targeted outreach. The table below lists all the source reports and documents
reviewed. The full report for each is included in the Appendices.

Table 2. Employee Input — Source Reports and Documents

Source and # of Employees Engaged Focus of Input

Equity Survey — Quantitative Results Survey Goal: Examine key aspects of the

organization that are relevant to advancing
e 1,306 respondents Port-wide (61 percent of diversity, inclusion, and racial equity.

all Port employees)
Survey topics:

Work Culture

Operations and Processes

Community Engagement

Hiring, Promotions, Compensation and
Employee Development

Contracting and Use of WMBEs

e Personal Experiences and Satisfaction

Equity Survey — Qualitative Results Qualitative data came from open-ended
guestions within Equity Survey on each survey
e Sub-set of 505 survey respondents topic.
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Table 2. Employee Input — Source Reports and Documents

Source and # of Employees Engaged

Focus of Input

e 1,230 total comments

EDI Assessment Listening Sessions
e 18 sessions from 7/20/21-9/17/21
e 283 participants, duplicated

e 155 participants, unduplicated (49 from
Aviation, 17 from Maritime, 85 from
Central Services, 8 from EDD)

Participants examined specific findings from
Equity Survey to identify root causes and
brainstorm solutions

Change Team Formation and Self-Assessment

e 122 Change Team members (47 sponsors,
75 Core members)

Ongoing work to create organizational
infrastructure for infusing equity into Port-wide
operations

Equity in Budgeting Department Survey

e Completed by 20 departments in Corporate
Division, 24 departments in Aviation
Division and 13 departments in Maritime
and Economic Development Divisions.

Survey asking each department if and how they
are integrating equity into budgeting processes.

Represented Workers Task Force Report
Input from 2 sources:

e Responses to Equity Survey from 393
represented employees responded

e Meetings with represented employees
hosted by OEDI and Strategic Initiatives

Focused conversations about specific barriers
experienced by represented and off-shift workers.

Blacks in Government Input and
Recommendations

Input and recommendations from convening of
Blacks in Government Employee Group.

Port of Seattle 2020-21 Racial Equity Trainings
Final Report

e Change Team Foundational Training: 67
participants, 4 training sessions, 8 training
hours, 2 groups

Write-up of participation in, outputs of and
learning outcomes from racial equity trainings in
2020-21
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Table 2. Employee Input —

Source Reports and Documents

Source and # of Employees Engaged

Focus of Input

Staff Racial Equity Orientation: 431
participants, 1 orientation session, 3
orientation hours, 5 groups

Supervisor Racial Equity Training: 384
participants, 3 training sessions, 8 training
hours, 5 groups

Black Lives Matter Caucusing Series

7 events from 6/5/2020 — 8/7/2020

1,045 participants (duplicated); 344
participants (unduplicated)

e 79 participants completed survey

A series of caucus events in the aftermath of the
killing of George Floyd, Ahmaud Arbery and
Breonna Taylor, to offer a space for employees to
gather, process, reflect and recommit to fighting
racism. This report draws on a summary of
participation in and outcomes of these sessions,
including results of post-session evaluations.

Port of Seattle South King County Fund 2020:
Economic Recovery Grants Program Cycle 1
Report and Recommendations from
Consultants

A report from consultants who supported the
process of launching the first cycle of the South
King County Fund. The report summarizes the
implementation of the Fund'’s first cycle and
provides recommendations for improvements.
This report also includes surveys and
communication with organizations who attended
Q&A sessions to learn more about the Fund.

Non-Represented Employees Compensation
Program Review

e Over 900 survey responses (90% response

rate)

17 focus groups attended by close to 200
employees

Group interview/focus group with Port
Executive Leadership Team

Several documents describing the Human
Resources Department’s Non-Represented
Employees Compensation process and timeline:

e Employee Survey Summary (Sept 2021)

® Focus Group and Employee Survey Comment
Themes (Sept 2021)

e Comp Project Employee Survey and Focus
Groups Results Summary (10/1/2021)

e Comp Program Review Recommendations
(ELT Meeting —10/29/21)

e Comp Project Pre-Read — Consultant

Recommendations (10/29/21)
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OEDI analysis of input and development of recommendations. After gathering employee
input from the sources listed above, OEDI undertook an analysis of each source of input to
surface key themes, issues, and suggestions for potential solutions or actions. OEDI engaged
and worked with external consultant Trang Tu to complete an “analysis of analyses,”
reviewing across all sources to identify the most prevalent themes, issues and
recommendations, and reviewed in concert with the requirements of Motion 2020-19.

In developing the recommendations in this report, OEDI also engaged Port employees and
colleagues in several ways. First, OEDI hosted two meetings with Change Team members in
early November 2021 and met with two Employee Resource Groups (ERGs) — Blacks in
Government, and the Native American Committee — to solicit their review and feedback.
Over 200 employees attended sessions and gave input towards the recommendations in
this assessment. Second, OEDI consulted with senior employees in key departments
including Human Resources, Legal, Diversity in Contracting and the Office of Workplace
Responsibility, to share the experience and concerns of Port employees, share draft
recommendations developed informed by employees’ experiences, and solicit their
feedback. The content of this report reflects the results of both the meta-analysis and
consultation with internal stakeholders.

OEDI and Strategic Initiatives’ Collaboration. EDI and Continuous Process Improvement
(CPI), which is led by the Strategic Initiatives department, are two of the most important
executive priorities for the organization. Throughout the past year, OEDI and Strategic
Initiatives have partnered closely to implement the elements of the Racial Bias and Equity
Motion, especially the Equity Survey, EDI Assessment Listening Sessions, Change Team, and
Represented Workers Task Force.

The advancement of EDI and CPI are critical to the success of the Port. Both efforts align
with and contribute to the goals of the Port’s Century agenda, especially Goal 5 (Become a
Model of Equity, Diversity, and Inclusion) and Goal 6 (Become a Highly Effective Public
Agency). Additionally, when we center and invest in EDI and CPI, we create and sustain a
culture of inclusion, belonging, and learning. All levels of the organization — from individual
contributors and frontline workers to supervisors to the ELT and Commission — gain more
clarity, direction, and purpose. Through EDI and CPI, we can address specific concerns
voiced by employees through recent assessments and survey, especially reports of BIPOC
employees being undervalued, departments failing to evaluate their work in terms of
equity, employees lacking the knowledge and understanding of how EDI and CPI are
relevant to their work, and the challenge of fully integrating represented and shift workers
into the programming and culture of the organization. The goals and visions for EDI and CPI
are similar and intersecting. Integrating these efforts will enable the Port of Seattle to
create a diverse culture of equity, inclusion and problem solving.

With this in mind, OEDI and Strategic Initiatives will continue to partner and collaborate to
advance EDI and CPI within the organization, and these two departments will work closely
to support the implementation of the Recommended Actions detailed in this report.

18



4. Spotlight: Barriers and Inequities for Specific Groups

This report reflects a synthesis of input and key issues expressed by all employees, drawing
from multiple sources of evidence as described in the previous section. However, the data
also indicate that individual experiences of equity, diversity and inclusion vary widely.

Specifically, concerns often fall along racial and gender lines, with some employees being
less concerned or satisfied with the status quo, while others have greater concerns, and/or
are more negatively impacted by racism and other inequities. The latter include BIPOC,
female and represented employees. As one employee noted, “It’s a tale of two Ports.”

Black, Indigenous and People of Color (BIPOC). A recurrent pattern was that BIPOC
employees, especially Black/African American workers, expressed greater concerns
about racial and other inequities, across almost all topical issues, whether hiring or
compensation or workplace culture. This was especially evidenced in comments to the
Equity Survey. Through an effort of Blacks in Government, Black employees in particular
shared feedback and recommendations about pay equity, training and development,
barriers in access to contracting for Black businesses, Port policies and procedures,
accountability for equity and inclusion, and issues of representation.

Women, with a focus on women of color. Female employees also shared gender-based
concerns. In the Equity Survey, for example, respondents called for consideration of
other aspects of equity besides race, with gender equity mentioned most often. This
was also more likely to be voiced by female respondents compared to male
respondents, which was also the case for many other issues in the survey.

Represented and off-shift workers. A third group with additional barriers is represented
and off-shift workers. Both the Equity Survey and OEDI Listening Sessions | heard this
group of employees express unique challenges including lack of access to professional
development, inadequate support from supervisors for participation in equity activities,
and often not being included in or provided meaningful access to Port-wide equity or
professional development activities. Their recommendations included: organizing
meeting opportunities with accessible locations and times, expanding equity training
requirements for all represented workers, and holding their supervisors more
accountable for supporting their participation in equity activities.

Additionally, intersectionality compounds inequities. For example, women of color, or black
represented workers, face even greater barriers. This is part of the motivation for a Women
of Color assessment OEDI is currently undertaking to examine some of these intersectional
patterns of disparity. To date, 131 female employees of color, accounting for nearly half of
all female employees of color at the Port, have registered to be part of the assessment.

Informed by learning from these specific groups, this report intentionally strives to
recognize these inequities, avoid being race-blind or gender-blind, and takes a pro-active,
pro-equity approach. In the report, this is done by spotlighting perspectives from these
groups, and integrating Recommended Actions specific to these groups.
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Key Issues and Recommended Actions

Fifteen key issues were identified from the input previously described, grouped into six areas: Workplace Culture, Operations and
Processes, Employment, Equity Capacity Building, Engaging WMBEs and Small Businesses, and Engaging Impacted Communities.

Table 3. Equity Assessment Focus Areas and Key Issues

Focus Areas

Key Issues

Workplace

Culture

Inconsistencies in Port-wide vision for and commitment to equity

Lack of open dialogue about equity and racism

Lack of BIPOC representation and voice in decision making

Lack of safety and a fear of retaliation when reporting racism and discrimination

Operations and Processes

Unclear discrimination reporting process

Gaps in critical role of supervisors®

Inconsistent integration of equity in key Port-wide processes

Employment

Inequities in recruitment, hiring, and qualifications

SONICCH SOOI B (G0 f D) =

Inequities in compensation

10. Barriers to advancement for internal candidates

Equity Capacity Building

11. Barriers to participation — resources and resistance

Businesses

Engaging WMBEs and Small

12. Barriers for WMBEs and small businesses

13. Barriers in procurement processes

Engaging Impacted Communities

14. Lack of empowered and meaningful ways for external stakeholders to engage with the Port

15. Challenging processes for community-based organizations to contract with the Port

For each of the fifteen Key Issues, the following section reports on and summarizes: 1. Key Concerns and Input, 2. Progress to Date,
and 3. Recommended Actions. Throughout, the report also highlights intersections with race and gender where there are unique
concerns, disproportionate impacts, and/or need for targeted solutions.

5 In this report, “supervisors” includes employees with at least one direct report.
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Focus Area: Workplace Culture

Issue 1. Inconsistencies in Port-wide vision for and commitment to equity

Key Concerns and Input

Employees responding to the Port’s 2021 Equity Survey shared a range of views on the Port’s overall commitment to equity.
Among those who added comments, nearly 80 characterized the Port’s work on equity in positive terms, while an additional 90
gave a more mixed view, recognizing efforts while also acknowledging more work needs to be done. A smaller number of
comments said that inequities persist at the Port, especially due to an entrenched white male power structure.®

Comments about Port leadership championing equity were also mixed. Employees cited Port leaders communicating openly,
setting examples, focusing on systemic changes, and creating space for employees to be involved. Others expressed needs for
leadership to continue voicing commitments, encouraging employee participation, and ensuring dialogue leads to actual
results.’

Employees voiced similar comments from the Port’s Black Lives Matter Caucusing series, where participants said the Port’s
goals and vision for EDI are inspiring and ambitious, that leadership support for advancing equity has been critical to creating
momentum and energy for change, and that this needs to be sustained.?

Integration of equity into day-to-day operations across Port departments remains a work in progress. Most respondents to
the Equity Survey who commented on this issue affirmed this need, with a prevailing theme that there are variations across
departments in how much EDI is prioritized. Factors cited include lack of information and knowledge on how to integrate
equity into the work, attitude, and willingness of supervisor(s) and/or other team members, and for some employees, the

® Port of Seattle Equity Survey Analysis of Qualitative Data. Prepared by Tu Consulting for the Office of Equity, Diversity and Inclusion. August 2021.
7 Ibid.
8 Summary Report on Black Lives Matter Caucusing Series. Hosted by the Port of Seattle Office of Equity, Diversity and Inclusion. June - August 2020.
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belief that equity considerations are not relevant for their areas of work. Several comments also said it is important to translate
dialogue, language, and policy into concrete actions and changes.’

Additionally, only 30.9 percent of respondents agreed or strongly agreed that their work-related projects and/or assignments
are periodically evaluated in terms of their impact on racial equity. Employees cited numerous reasons for this, including
budgeting and resources, fear, lack of BIPOC representation in leadership, organizational structure, and lack of training and
skills.10

Finally, EDI Assessment Listening Sessions, hosted by OEDI from July through September 2021, surfaced other input related to
transparency and the need to better publicize EDI efforts, department EDI goals, and all Port employee’s salary information.*!

Progress to Date

Building leadership and champions for racial equity. Recognizing the long-term effort required to integrate equity into all
aspects of Port operations, OEDI has put in significant and sustained effort to create a strong foundation for this work. Over the
past year, OEDI led the creation of a Port-wide Change Team, in collaboration with all Port departments.

Mandated in September 2020 by the Port Commission’s Racial Bias and Equity Motion, the Change Team is a Port-wide cohort
of employees from all departments, teams, and leadership levels. Their mission is to engage all levels of the Port in using an
equity framework in their daily work and decisions. The Change Team is working to fulfill this mission by working with
leadership to develop Port-wide equity goals and working within their respective teams to develop Department-specific equity
goals.

Members of the Change Team include sponsors who are directors from each department who provide institutional sponsorship
and accountability, and Core Members, who are nominated by Department directors to serve on the team. Members learn to
use a systemic and structural lens to inform creative changes to policies and procedures; develop a shared understanding and

% Port of Seattle Equity Survey Analysis of Quantitative Data. Prepared by Business Intelligence Unit for Office of Equity, Diversity and Inclusion. June 2021.
10 EDI Assessment Listening Sessions Report. Port of Seattle Office of Equity, Diversity and Inclusion. July - September 2021. Port of Seattle Equity Survey
Analysis of Qualitative Data. Prepared by Tu Consulting for Office of Equity, Diversity and Inclusion. August 2021.

11 EDI Assessment Listening Sessions Report. Port of Seattle Office of Equity, Diversity and Inclusion. July - September 2021.
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vision of equity at the Port and champion that vision; and have the responsibility to continue to deepen their learning and the
learning of their department/team around issues of equity, racism, and social justice.

During the first six months of the Change Team, Core Members participated in monthly, in-depth racial equity trainings that
taught them foundational terminology and concepts, root cause analysis skills, and tools to evaluate the effectiveness of
programs in terms of racial equity impact. After completing their training, Core Members were asked to evaluate their ability to
advance racial equity. Results (below) indicate positive impact in their knowledge and capacity to lead integration of equity
Port-wide.

Summary of Change Team Self-Assessment Results

e Core Members are growing and pushing themselves to become racial equity champions within the organization.
e Core Members recognize that racial equity is a process and learning is ongoing.

e Core Members are developing abilities to address racism at both interpersonal and institutional levels.

e Core Members are developing abilities to identify patterns of racial disparities (i.e., racial inequities).

e The trainings provided to Core Members have been effective at growing their skills, analysis, and confidence to do racial
equity work. 12

For additional details about the progress of the Change Team’s work, see Appendix F.

Strengthening skills and knowledge about racial equity. 882 Port employees participated in racial equity training during the
past year, gaining greater knowledge and skills about how to integrate equity into daily operations. In post-training evaluations,
participants said that they:

e Gained specific strategies to address racial bias,

e Connected to ideas for individual application of racial equity concepts, and

12 change Team Formation and Self-Assessment Report. OEDI. September 2021. Change Team Self-Assessment Data. Compiled by OEDI. March 2021.
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e Wished to seek greater institutional and structural changes.

Additional Progress. During 2020 and 2021, the Port also accomplished the following: established Juneteenth as a Port-paid
holiday; refreshed organizational values to include anti-racism and equity; updated the Port’s Century Agenda to include a goal
to “Become a Model of Equity, Diversity, and Inclusion”; passed a Racial Bias and Equity Motion directing OEDI to conduct a
Port-wide EDI Assessment; instituted an Indigenous land acknowledgment at the beginning of all public Commission meetings;
and produced consistent and ongoing equity-focused communication (internal and external) from the highest levels of the
organization (Executive Director and Commission).

With regards to communication about EDI efforts, the Office of Equity, Diversity, and Inclusion implements multiple tools
including sharing information on the OEDI webpage and Compass, sending monthly updates internally to employees and
externally to community stakeholders, publishing annual reports and conducting annual planning, and hosting quarterly OEDI
Town Halls.

Building a sustainable commitment to racial equity. In 2021, multiple existing policies were revised with the support of OEDI
and Port employee input. Among these were: HR policies for recruitment, hiring, and code of conduct; Port-wide processes for
annual budgeting; and Title VI reporting and planning.

In 2021, new policies were passed to require an assessment of all Port policing practices, and an Equity motion was passed,
mandating this organizational assessment and requiring an annual report in future years from all departments.

Recommended Actions
1. Commit to ongoing racial equity training and development for Port of Seattle’s leadership. (Lead: ELT)

2. Port Commission adopts first time Policy Directive to codify equity in every aspect of the organization and to build long
term sustainable efforts towards organizational transformation. (Lead: Commission and OEDI)

13 port of Seattle 2020-21 Racial Equity Trainings Report. Equity Matters. October 2021.
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Continue communication efforts to make information accessible to all stakeholders, including responding to information
needs of specific groups like represented and off-shift workers and people without computers (ongoing). OEDI develops
new communication materials for employees around the Port to use (such as posters, calendars, placards). (Lead: OEDI)

OEDI institutes a consistent on-site presence at SEA Airport Office Building (AOB) and maritime locations to meet with
employees, build relationships with departments in Aviation and Maritime, and improve communication about the Port’s
EDI efforts. (Lead: OEDI)
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Focus Area: Workplace Culture

Issue 2. Lack of open dialogue about equity and racism

Key Concerns and Input

On the topic of workplace culture, employee feedback surfaced needs for improvement in encouraging safe space for open
dialogue about equity and racism. The Port Equity Survey data showed that: 71.8 percent of respondents agreed or strongly
agreed that BIPOC identities and expressions are respected through words and actions; 66.8 percent of respondents agreed or
strongly agreed that leaders encourage and facilitate open dialogue about racial/ethnic issues; and 57.6 percent of respondents
agreed or strongly agreed that they feel comfortable talking openly about issues related to diversity, equity, and inclusion at the
Port of Seattle.!*

Over 285 survey comments about workplace culture provided additional insight, especially from employees of color, who
expressed specific concerns including:

e Fear of backlash and discomfort discussing a sensitive topic like race, and

e The work environment is not welcoming to all cultures, including employees of color, who reported experiencing disrespect
and racism.?

Progress to Date

e The Port’s ERGs have focused their events more on systems change by offering learning opportunities, presentations, and
panel discussions on racial equity.

14 port of Seattle Equity Survey Analysis of Quantitative Data. Prepared by Business Intelligence Unit for Office of Equity, Diversity and Inclusion. June 2021.
15 port of Seattle Equity Survey Analysis of Qualitative Data. Prepared by Tu Consulting for Office of Equity, Diversity and Inclusion. August 2021.
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e QEDI has offered book clubs; podcast clubs; caucuses on racial equity; quarterly OEDI town halls; the creation and integration
of Equity Moments in team meetings across the organization; and other ongoing opportunities for employees to learn and
engage. In 2021, more than 1,110 employees (duplicate count) participated in OEDI’s programming.

e In the aftermath of the killings of George Floyd, Breonna Taylor, and Ahmaud Arbery, from June through August of 2020, OEDI
hosted a seven-part Black Lives Matter Caucusing Series. The purpose of this series was to support employees in processing,
reflecting, sharing feedback on, and brainstorming how the Port can combat racism in its own work. In 2021, OEDI received an
Award of Excellence from the American Association of Port Authorities for this work. Evaluation surveys from these sessions
indicated that participants gained:

o More tools and language for talking about race and racism,
o A better understanding of how participants could personally help combat and dismantle systemic racism, and

o The opportunity to strategize with coworkers about how to transform the Port into an anti-racist organization.1®

e |n 2021, OEDI offered multiple racial equity trainings tailored to the Change Team, supervisors, and Port employees as a
whole. Outcomes of these trainings across all three groups of participants included:

o “Deeper understanding of and connection to foundational racial equity concepts and tools,”
o A greater “sense of hope and community” on racial equity, which was particularly voiced by employees of color, and

o Stronger “connection to employee’s individual responsibility to advance racial equity.”!’

e Throughout 2020 and 2021, the Port Executive Director began dedicating a portion of his Port-wide emails to “Equity
Resources,” providing employees with reading materials, videos, and articles to help employees learn, expand their
understanding and analysis of impacts of COVID-19, and create more awareness about the importance of anti-racism and
equity.

16 Summary Report on Black Lives Matter Caucusing Series. Hosted by the Port of Seattle Office of Equity, Diversity and Inclusion. June - August 2020.
7 port of Seattle 2020-21 Racial Equity Trainings Report. Equity Matters. October 2021.
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e As aresult of these collective activities, employees (especially white employees) are increasing their understanding of why we
lead our work with racial equity.

Recommended Actions

5. Expand learning opportunities (e.g., book clubs, caucusing, etc.) for all employees to normalize racial equity and create a
culture of learning and belonging. OEDI and Strategic Initiatives will work closely with Aviation, Maritime, and the Change
Team to offer and facilitate accessible, inclusive EDI training and learning opportunities for represented and shift employees.
(Lead: OEDI)

6. Create a Language and Meaning Initiative that will provide training on understanding the racial and historical context for
certain terminology and how to use language that is equitable and inclusive. Segments of this training will also be included in
trainings for all supervisors. (Lead: OEDI)

7. OEDI and the Change Team identify and implement creative ways to uplift examples of supervisors and employees who are
advancing racial equity, modeling inclusiveness, and creating a culture of belonging and learning. (Lead: OEDI)

8. OEDI leads targeted caucuses including:

e An anti-racist white caucus designed for white employees to collectively learn and support one another in being effective
allies to employees of color in our efforts to create racial equity.

e Multiracial and racial caucus spaces to strengthen racial equity analysis, unity, and community building emerging from
2020-21 trainings.'® (Lead: OEDI)

9. Build on the success of the foundational year of the Change Team to strengthen the Change Team’s impact on the
organization (Lead: OEDI). This could include:

e Case study labs for Change Team members to learn more about institutional and structural racial equity change models

18 port of Seattle 2020-21 Racial Equity Trainings Report. Equity Matters. October 2021.
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e Creating a Change Team committee to function as racial equity facilitators, coaches, and influencers
e Roundtable sessions with the ELT to build awareness and understanding of equity and racism
e Setting a goal to close the racialized gap for one specific workplace outcome, as detailed in a department equity plan'®

10. Port leadership continues to identify and address equity and anti-racism as central to the Port’s Special initiative to address
anti-black racism. (Lead: ELT)

19 port of Seattle 2020-21 Racial Equity Trainings Report. Equity Matters. October 2021.
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Focus Area: Workplace Culture

Issue 3. Lack of BIPOC representation and voice in decision making

Key Concerns and Input

The need for greater racial and gender diversity within departments and across the Port was voiced in numerous employee
engagement efforts. In particular, the need for more BIPOC representation at the highest levels — in upper management,
executive leadership, and Port Commission roles — was a recurrent theme. This input came out of the Port’s Equity Survey, EDI
Assessment Listening Sessions, and from Blacks in Government.?°

The lack of BIPOC voice in decision making was also a major concern raised across multiple sources. Only 58.6 percent of
respondents to the Port’s Equity Survey agreed or strongly agreed that the opinions of BIPOC are sought out, valued, and fully
considered when making decisions.?! And almost all comments on this topic expressed concerns, including BIPOC employees’
input not being heard and/or valued, especially at the highest levels of decision making and particularly for people who are less
proficient in English; and when they do participate, being tokenized. Respondents of color had disproportionately more concerns
about this issue — both in the qualitative and quantitative data of the Equity Survey.??

In the EDI Assessment Listening Sessions, employees underscored the need for the Executive Leadership Team to regularly hear
directly from BIPOC employees, and Black employees, through Blacks in Government, also expressed the need for Black and
Brown employees to have a voice in reviewing, creating, and deciding policies.3

Port employees identified some of the root causes of this including: lack of BIPOC representation in Port leadership; untrained,
apathetic, and/or unsupportive supervisors; lack of opportunities for input and advancement for BIPOC employees; racial bias;

20 |bid. EDI Assessment Listening Sessions Report. Port of Seattle Office of Equity, Diversity and Inclusion. July - September 2021. Port of Seattle Equity Survey
Analysis of Qualitative Data. Prepared by Tu Consulting for Office of Equity, Diversity and Inclusion. August 2021.

2L port of Seattle Equity Survey Analysis of Quantitative Data. Prepared by Business Intelligence Unit for Office of Equity, Diversity and Inclusion. June 2021.
22 port of Seattle Equity Survey Analysis of Qualitative Data. Prepared by Tu Consulting for Office of Equity, Diversity and Inclusion. August 2021.

23 “What do Blacks In Government need the Port of Seattle to focus on in combatting racial discriminations?” Session Notes. Blacks in Government Employee
Group. June 2021.
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and structural barriers. These underscore the inter-related nature of many of the issues raised in this report and the need for
holistic actions to create long-term, lasting transformation.?*structural barriers. These underscore the inter-related nature of
many of the issues raised in this report and the need for holistic actions to create long-term, lasting transformation.?®

Progress to Date

e ERGs have reported to OEDI that in recent years their ability to voice concerns, identify inequities, propose policy changes, and
celebrate diversity has been more impactful.

e OEDI and steering committee of employees (predominantly women of color) began conducting an assessment of the
experiences, treatment, compensation, and advancement of women of color at the Port through a survey, individual
interviews, and focus group discussions. This one-of-kind assessment was commissioned by the Port’s Executive Director after
Blacks in Government and Women’s Initiative Network collaborated to host a panel event about intersectionality and the
experiences of women of color at the Port. The results of this assessment will be presented to Port leadership and staff in early
2022, and the recommendations from that assessment will be incorporated into the implementation plan of this report’s
recommendations.

e The Change Team is working with their respective departments to create department-specific EDI goals for 2022. Department-
specific EDI goals will be integrated into the annual business planning process.

e Participants in the past year’s racial equity trainings, in post-training evaluations, expressed that they felt:
o More empowered to “speak up and do something,”

o) Connected to more “collective power to influence areas such as data analysis, contracting, relationship building,
management role and identifying root causes,” and

o) A greater “sense of hope and community” about racial equity at the Port.2®

24 EDI Assessment Listening Sessions Report. Port of Seattle Office of Equity, Diversity and Inclusion. July - September 2021.
25 EDI Assessment Listening Sessions Report. Port of Seattle Office of Equity, Diversity and Inclusion. July - September 2021.
26 port of Seattle 2020-21 Racial Equity Trainings Report. Equity Matters. October 2021.
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Recommended Actions

11. Each year, ERGs, D&D Council, Change Team, and OEDI review and coordinate annual work plans and priorities including
budgeting needs. These groups then engage the ELT in an Annual RoundTable to discuss priorities, needs, and ELT
involvement. ELT and OEDI will explore additional opportunities to expand ERGs’ involvement and voice in policy
development. (Lead: OEDI)

12. Develop organizational policies, practices, and mechanisms for participation in decision making tailored to specific groups
including indigenous, employees of color and women of color.?’ (Lead: OEDI, ELT)

13. OEDI, Change Team, and ERGs offer a Town Hall briefing for new Commissioners to discuss potential collaboration and
partnership. (Lead: OEDI)

14. Set baseline for increasing racial diversity in senior level positions and above beginning January of 2022. Human Resources
track progress through infographics with the ability to filter data through multiple filters (e.g., racial and gender diversity of
director-level positions) and publish this data quarterly. Include in this report the number of BIPOC employees promoted
internally and new BIPOC employees in leadership positions. Publish racial and gender diversity demographics of Port
employees by grade and organizational level. (Lead: HR)

27 port of Seattle 2020-21 Racial Equity Trainings Report. Equity Matters. October 2021.
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Focus Area: Workplace Culture

Issue 4. Lack of safety and a fear of retaliation when reporting racism and discrimination

Key Concerns and Input

As identified in multiple sources, the culture of the Port is such that employees feel unsafe reporting racism and discrimination,
especially due to fear of retaliation. The Equity Survey showed that only 50.7 percent of respondents agreed or strongly agreed
that they are satisfied that any conflicts at the Port of Seattle related to diversity, equity and inclusion issues would be addressed
appropriately. Additionally, when employees were asked if they would communicate with their supervisor or a person in
leadership if they or someone else were experiencing racial/ethnic discrimination at the Port of Seattle, BIPOC employees,
especially Black and Native American employees, were significantly less likely to report discrimination than white employees.
Participants in the Black Lives Matter Caucusing Series shared that employees experience the process of reporting discrimination,
bias or inappropriate behavior as lacking transparency and follow-through.?® This suggests that BIPOC employees do not trust the
Port’s ability to address discrimination and/or fear there will be negative consequences for reporting it.2°

The survey comments emphasized the concerns on this issue. Of 108 comments about it, 100 were negative. Prevalent thoughts
included: employees not feeling safe reporting discrimination, lack of confidence in the organization’s ability to effectively address
concerns, and the difficulty of raising issues to supervisors in situations where the supervisor is the source of concern. Further, this
concern was disproportionately expressed by BIPOC and women employees.3°

Progress to Date

® Anti-Racism and Equity values: In June, after an 8-month process following a retreat session for all ELT members which
included a full day of discussions about racial equity, the Port refreshed its organization-wide values to include Anti-Racism
and Equity as a core value. The organization describes this value as “We commit to dismantling institutional racism and

28 Summary Report on Black Lives Matter Caucusing Series. Hosted by the Port of Seattle Office of Equity, Diversity and Inclusion. June - August 2020.
2 port of Seattle Equity Survey Analysis of Quantitative Data. Prepared by Business Intelligence Unit for Office of Equity, Diversity and Inclusion. June 2021.
30 port of Seattle Equity Survey Analysis of Qualitative Data. Prepared by Tu Consulting for Office of Equity, Diversity and Inclusion. August 2021.
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ensuring equitable opportunities for all.” In the coming months after announcing the values refresh, several members of the
Executive Leadership Team communicated about the importance of the values, including why anti-racism and equity are
critical for them personally and for our organization.

Increased communication and collaboration between OEDI, Workplace Responsibility, and Employee Relations to direct
concerns to the appropriate processes.

15.

16.

17.

Recommended Actions

Build a curriculum and training for supervisors in 2022 that increases supervisors’ comfort with addressing issues of race and
gender. (Lead: OEDI, HR)

Deliver training to increase supervisors’ awareness of what constitutes retaliation and how it is received by employees.
(Lead: HR and Legal)

Human Resources to offer training on the fair and consistent application of HR-18 and Code of Conduct policy, get feedback
from equity champions in the organization, educate managers about their responsibility. (Lead: HR and Legal)
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Issue 5. Unclear discrimination reporting process

Key Concerns and Input

While the culture of the Port is such that employees feel a lack of safety and a fear of retaliation when reporting racism and
discrimination (as described above in Issue 4), there are also issues related to the discrimination reporting process itself.

As described in Issue 4, not only do employees feel unsafe using the Port’s reporting process, but the data from the Equity Survey
illustrates that there is not widespread clarity and knowledge across the Port about how complaint investigation processes
work, including the role of supervisors in a complaint.3! There is also a lack of confidence in the organization’s ability to effectively
handle issues related to racism and discrimination, and these sentiments are overwhelmingly represented by employees of color,
suggesting that the reporting process does not work as well for employees of color as it does for white employees.

Additionally, in the EDI Assessment Listening Sessions, employees called for fuller investigation of discrimination claims with
compensation for injured parties. Blacks in Government called for specific criteria when investigating complaints about racism.3?

Progress to Date

Workplace Responsibility and Employee Relations have been engaged with Strategic Initiatives to assess processes and consider
system and process improvements.

Recommended Actions

31 port of Seattle Equity Survey Analysis of Qualitative Data. Prepared by Tu Consulting for Office of Equity, Diversity and Inclusion. August 2021.
32 ED| Assessment Listening Sessions Report. Port of Seattle Office of Equity, Diversity and Inclusion. July - September 2021. “What do Blacks In Government
need the Port of Seattle to focus on in combatting racial discriminations?” Session Notes. Blacks in Government Employee Group. June 2021.

35



18.

19.

20.

21.

22.

23.

Workplace Responsibility and Employee Relations continue their process improvement and hold a Town Hall Report Back
about systems improvement to all Port employees in 2022. (Lead: Workplace Responsibility and Employee Relations)

Increase internal communication and clarity about how Workplace Responsibility and Employee Relations processes work
and increase employee knowledge about what the roles of each team are, how they operate, and possible outcomes. (Lead:
Workplace Responsibility and Employee Relations)

Workplace Responsibility and Employee Relations publish an annual report detailing the number of cases, outcomes, follow-
ups, demographics, etc. (Lead: Workplace Responsibility and Employee Relations)

Title VI reporting issues will be clarified in partnership among OEDI, Legal, and External Relations. (Lead: OEDI, Legal, and
External Relations)

In collaboration with CPO, develop a process for consultants and contractors to report issues of discrimination. (Lead:
Workplace Responsibility and Employee Relations)

Represented workers receive more training to understand when and where to report issues of discrimination to increase
accountability of all managers for following through. (Lead: Workplace Responsibility and Employee Relations)

24.Increase deliberate dialogue Port-wide about the critical nature of reporting issues of discrimination and improving our

culture reflective of our values. (Lead: ELT, Workplace Responsibility, Employee Relations)
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Issue 6. Gaps in critical role of supervisors®3

Key Concerns and Input

Supervisors, which in this report are defined as employees with at least one direct report, play a critical and varied role in
advancing equity and anti-racism in the organization. Related to the issue of reporting discrimination, supervisors heavily
influence a culture where employees feel unsafe reporting instance of discrimination. Many respondents to the Equity Survey
said it is difficult to raise issues to supervisors in situations where the supervisor is the source of concern. Others noted the
important role of supervisors in determining whether departments’ work is informed by EDI considerations. Some described
challenges of department leaders who do not believe in equity efforts, while others said they feel unable to voice concerns about
racism or discrimination, especially if the supervisor is the source of concern. Respondents of color and women had a
disproportionate share of comments compared to their overall participation in the survey. Additionally, some supervisors
expressed needs for more support, resources, information, and capacity building to advance equity in their teams.3*

OEDI held Listening Sessions on this topic, which also surfaced concerns including:

Lack of direction and guidelines for integrating EDI into work

Lack of support for EDI efforts from some supervisors

Lack of accountability and consequences when a supervisor says or does something problematic

Employees fear retaliation if they raise equity-related issues®

Listening Session participants also brainstormed potential solutions:

33 In this report, “supervisors” includes employees with at least one direct report.
34 port of Seattle Equity Survey Analysis of Qualitative Data. Prepared by Tu Consulting for Office of Equity, Diversity and Inclusion. August 2021.
35 EDI Assessment Listening Sessions Report. Port of Seattle Office of Equity, Diversity and Inclusion. July - September 2021.
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e Include EDI competency in job evaluations for all supervisors, and, in performance evaluations, define how progress is
measured.

e In hiring new supervisors, require potential hires to demonstrate commitment to EDI by including EDI interview questions.

e Hold quarterly orientations, with a panel of current supervisors training new supervisors on the role of EDI at the Port and
expectations for supervisors in advancing these efforts.

e To ensure accountability of supervisors: continue to require EDI training annually; require EDI Performance Link goals for all
supervisors and include in Development, Behaviors, and Essential Functions; require EDI goals at the department-level and
hold supervisors accountable to meeting those goals.

e Make department demographic data publicly visible to increase accountability for supervisors to diversify their teams.
e Promote 360 performance evaluations for supervisors in order to receive deeper and broader evaluations of supervisors.
e Provide more time and space for supervisors to develop skills, such as through a community of learning for supervisors.3®

Represented workers also expressed concerns about support from supervisors, especially the lack of encouraging open dialogue
about racial issues, participation in OEDI programming, and professional development.3’ Blacks in Government also called for
more training for mid-level supervisors and expressed the need to stop protecting racist supervisors and employees.3®

Progress to Date

e Eight hours of racial equity training mandated for all supervisors in 2021. Supervisors who took the training indicated in their
evaluations that they:

o Gained specific strategies and approaches to address racial bias,

36 |1
Ibid.
37 Employee Listening Session with Represented Workers. Port of Seattle Office of Equity, Diversity and Inclusion. August 2021.

38 “What do Blacks In Government need the Port of Seattle to focus on in combatting racial discriminations?” Session Notes. Blacks in Government Employee
Group. June 2021.
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o “Connected to their role as supervisors in fostering a racial justice learning culture,” and

o Would like to gain more individual application ideas, including how to engage reluctant co-workers.>®

e InJune 2022, the Port refreshed its organization-wide values to include Anti-Racism and Equity as a core value. The
organization describes this value as, “We commit to dismantling institutional racism and ensuring equitable opportunities for
all.” In the coming months after announcing the values refresh, several members of the Executive Leadership Team
communicated about the importance of the values, including why anti-racism and equity are critical for them personally and
for our organization.

e Every quarter, the Executive Director hosts a town hall event for all employees to learn about ongoing organizational efforts
and to ask questions of the Executive Leadership Team. An update on the Port’s EDI work is always included in these events
The Senior Director of OEDI is given time on the agenda to share about progress, upcoming events, and to answer questions.

Recommended Actions

25. Executive Director, Commission, Executive Leadership Team lead by example in living the values of the Port. OEDI and Human
Resources highlight these examples. (Lead: Executive Director, Commission, ELT)

26. Consistent and on-going messaging from Executive Director, Commission, Executive Leadership Team to all supervisors
about the importance of leader’s accountability to Port values and Equity, Diversity, and Inclusion. (Lead: Executive Director,
Commission, ELT)

27. Continue to offer the foundational 8-hour course for all new supervisors entering the Port in 2022. OEDI provides an
additional 8 to 10 hours of required advanced racial equity training for all supervisors. After completion of the training, OEDI
will host coaching and mentoring for supervisors to develop the skills learned in the training, and supervisors will be asked to
sign a commitment/pledge asserting that they have completed the training and will implement the newly learned skills. As
recommended from the 2021 supervisor training evaluations, specific topics or modules could include:

39 port of Seattle 2020-21 Racial Equity Trainings Report. Equity Matters. October 2021.
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e Offering follow-up opportunities to engage reluctant co-workers

e Designing supervisors’ roles and responsibilities to support sense of belonging by and retention of employees of color
(informed by upcoming Women of Color Assessment)*® (Lead: OEDI)

28. OEDI and Human Resources develop the following (Lead: HR, OEDI):
e A measurable EDI Performance Link goal for all supervisors
e An EDI competency integrated into all supervisor job evaluations and job postings

e Research best practices for evaluating supervisors for future implementation

40 port of Seattle 2020-21 Racial Equity Trainings Report. Equity Matters. October 2021.
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Issue 7. Inconsistent integration of equity in key Port-wide processes

Key Concerns and Input

Fundamental to advancing equity across the Port is to integrate equity into Port-wide processes. Two key areas for this are 1)
budgeting and 2) research. Department budgeting processes is a priority for the Port’s equity work, with ongoing efforts across
the organization, but there is much variation across departments in whether and how equity is budgeted for internally. A
September 2021 Port-wide survey on Equity in Budgeting found:

e Seventy percent of Port departments (37 of 53) considered the impact on EDI of programs and activities in their 2022 baseline
budgets.

e Sixty percent of Port departments (32 of 53) said there are specific areas or programs they would like to add to their 2022
budget to advance equity considerations.

e Eighty-seven percent of Port departments (46 of 53) said their department would benefit from additional training in how to
include consideration of equity in their budgeting process.

For departments that use an equity lens in their budget, the most common activities center on equity in procurement, vending,
and contractors; equity in recruitment, hiring, and compensation policies and practices; employee training and education; work
with external stakeholders such as through outreach or grant funding; and day-to-day operations such as ensuring accessibility.

The survey also identified several challenges and areas for potential improvement:

e Many departments expressed the need for training on budgeting with an equity lens, how to determine scope and budget for
equity activities of various size and complexity, and what questions to ask when budgeting for equity.
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e Some departments said they wish to continue increasing equity in current activities such as diversifying employees,
expanding linguistically and culturally competent outreach, increasing equitable grant funding, and engaging more WMBE
contractors.

e Some departments do not feel they can use their baseline budget for work with external stakeholders or communities.

The second area, research, is a critical function frequently undertaken in service to Port operations, whether to assess needs,
formulate policies, or design programs, but is often not examined from an equity lens. Yet, white culture dominance is embedded
in much of traditional research, including in data collection, analytical methods, or reporting and presentation. As such, it
presents a significant opportunity to advance equity.

Examples of inequities in research methods that can lead to decentering, marginalizing or erasing populations of color include:
using majority responses where whites/white males are the dominant voice as the norm around which analysis of other groups is
centered, requiring minimum sample sizes, not disaggregating, not addressing intersectionality of identities, not contextualizing
for specific communities or cultures when inferring or making meaning of data, and inadequate threading of translated input into
the analysis process.

Conducting research with a pro-equity approach requires intentionality and reconciling equitable approaches with traditional
methods and/or deviating from the latter when rigid adherence to them perpetuates racial inequity.

Progress to Date

Equity in Budgeting: Among departments surveyed in 2021 below are examples of what has been done.

Training, Hiring, and Compensation. Training to develop a discrimination-free work environment, equitable access to the tools and
software needed, advertising to reach a broader diverse audience, conducting periodic salary equity reviews, funding for green
job development in near-Port communities, providing maritime career experiences to under-represented communities, promoting
job to diverse audience with an inclusive hiring panel.

42




External Qutreach and Engagement. Duwamish Valley Community Equity program, Port 101, Boat Tours, Crisis Coordinator
supporting homelessness and mental health crisis, joint promotional projects with our airlines’ partners, public outreach, and
water quality improvements to underserved communities, distribute funds to BIPOC tourism stakeholders.

Procurements & Contracts. Increase the percentage of dollars spent with WMBE and SBE firms, use WMBEs for goods and services
where possible

Operations. Accessibility for passengers with functional needs, wheelchair accessible vehicles, accessible languages, Interfaith
Prayer and Meditation Room*!

Integrating equity into research:

e OEDI encouraged key staff from the Port to sign up for and attend a course from Stanford Social Innovation Review on
applying an equity lens to data collection and reporting.

e Human Resources, Strategic Initiatives, and OEDI are currently working with the Government Alliance for Racial Equity (GARE)
to host a training on data and equity in 2022.

e OEDI reported on findings of the equity survey both from a quantitative and qualitative perspective and educated employees
and departments about the use of each method.

e OEDI completed and launched the Port’s new Equity Index. The Equity Index is a cutting-edge, interactive map that displays a
visual representation of social and environmental disparities in King County. Using 21 indicators within four categories, the
Equity Index illustrates the degree to which different communities experience pollution burdens and social inequities. The Port
is using the index as a tool to help us direct resources (e.g., South King County Fund) to the communities and areas of greatest
need. The tool is available to all Port staff and the public.

Recommended Actions

41 Equity in Budgeting Tool 2022 Survey Data. Port of Seattle. September 2021. Equity in Budgeting Survey Results PowerPoint Presentation. Prepared by
Meridith Fishkin, David Kleiber and Nancy Vuong. Port of Seattle. October 2021.
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29.

30.

31.

OEDI and Budgeting Change Team will continue to grow and deepen budgeting with equity tools at the Port and provide
Port-wide trainings, 1-on-1 technical assistance, and cross-department information sharing on how to integrate equity into
budgeting. (Lead: OEDI and Budgeting Change Team)

OEDI, HR, and Strategic Initiatives to offer training in 2022 on the use of data and equity and to host a working group for
staff who use data to increase skill, expertise, and capacity in using data with an equity lens. (Lead: OEDI and HR)

Ensure that the Port’s mission, policies, and procedures reflect an ongoing commitment to an organizational culture of
inclusion and belonging. Starting in 2022, all departments, with support from OEDI and Change Team, set and work towards
annual department-specific EDI goals. The timing of these goals will be aligned with the budgeting process, ED priorities, and
other strategic planning efforts to align as much as possible all efforts. The goals and progress towards meeting them will be
shared in the annual report back to the Commission. (Lead: OEDI and Change Team)

e In the first quarter of every year, the Change Team will lead their respective departments in an equity SWOT analysis. The
results of that analysis will inform department-specific EDI goals.

e Inthe second quarter of every year, Change Team members will be involved in their department's annual business
planning process to ensure that EDI goals are set.
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Focus Area: Employment

Issue 8. Inequities in recruitment, hiring, and qualifications

Key Concerns and Input

Port employees shared perspectives and concerns about a range of issues connected to jobs and employment. One key issue is
about recruitment, hiring, and qualifications.

Regarding the role of racial equity in hiring decisions, 59.5 percent of respondents in the Port’s Equity Survey agreed or strongly
agreed that in addition to hiring the best qualified candidates, racial equity should be considered in the hiring process. At the
same time, among 105 respondents who added comments about qualifications for hiring, 85 stated that hiring decisions should
be based primarily or solely on who is most qualified and/or performance, not race. A small number of comments said racial
considerations should be part of hiring decisions due to structural/systemic and historic inequities that have created
disadvantages for some groups.*?

Another significant issue in hiring is that candidates of color are disproportionately ineligible for certain jobs in comparison to
white candidates, because they do not meet the education requirement, even though the educational requirement may not be
essential to the functions of the job. A candidate’s work or life experience may be more relevant than formal education to
perform the functions of the job. Because white people graduate from high school, college, and advanced programs at
disproportionately higher rates than BIPOC, this creates a pattern of disadvantage for BIPOC job seekers.**In general, comments
about racial inequities in recruitment and hiring were more likely to come from employees of color and women.

%2 port of Seattle Equity Survey Analysis of Quantitative Data. Prepared by Business Intelligence Unit for Office of Equity, Diversity and Inclusion. June 2021.
Port of Seattle Equity Survey Analysis of Qualitative Data. Prepared by Tu Consulting for Office of Equity, Diversity and Inclusion. August 2021.
3 port of Seattle Office of Equity, Diversity and Inclusion.
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The Equity Survey found that 54 percent of respondents agreed or strongly agreed that they are aware of efforts to share job
announcements with racially and ethnically diverse professional networks, while 62.4 percent of respondents agreed or strongly
agreed that they are aware of efforts to partner with Human Resources to advertise open jobs widely.

Additional comments about recruitment and hiring came through survey comments, the EDI Assessment Listening Sessions, the
Black Lives Matter Caucus Series, and Blacks in Government.* Ideas for improving recruitment included:

e Expanding and diversifying job candidate pools through mentorship programs specifically for BIPOC employees

e Engaging with schools to ensure students know about job opportunities at the Port and in Port-related industries

e Expanding outreach in BIPOC communities

e Expanding the definition of “qualifications” to include relevant lived experience in addition to or in lieu of formal education
e Posting new positions internally first and/or prioritizing internal hires and promotions

e Working to eliminate racial biases in the hiring process by requiring racially diverse hiring panels and requiring hiring panels to
watch the bias video and conduct an in-depth discussion about it.

4 port of Seattle Equity Survey Analysis of Quantitative Data. Prepared by Business Intelligence Unit for Office of Equity, Diversity and Inclusion. June 2021.

4 EDI Assessment Listening Sessions Report. Port of Seattle Office of Equity, Diversity and Inclusion. July - September 2021. Port of Seattle Equity Survey
Analysis of Qualitative Data. Prepared by Tu Consulting for Office of Equity, Diversity and Inclusion. August 2021. “What do Blacks in Government need the Port
of Seattle to focus on in combatting racial discriminations?” Session Notes. Blacks in Government Employee Group. June 2021. Summary Report on Black Lives
Matter Caucusing Series. Hosted by the Port of Seattle Office of Equity, Diversity and Inclusion. June - August 2020.
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Progress to Date

e The Port’s Human Resources Department began a three-year Program Review of non-represented Compensation that
involved a survey in 2021 completed by over 900 employees along with focus groups that included close to 200 participants.
This effort shaped HR’s approach to addressing key concerns, which is guided by three concepts: Equity, Transparency, and
Simplicity, under which a guiding principle is to “Support building a culture of inclusion, belonging and equity.”*® This project
will continue with an internal and external market research for each position in the next two years.

e The Port’s Human Resources Department currently takes steps to prioritize internal candidates for hiring by offering flexibility
on minimum qualifications, adding a development component to the job posting, and offering opportunities for interviews.

e In 2021, for many backfill position requests, Human Resources examined and adjusted, as appropriate, position requirements
before posting. Human Resources also started adding in substitutes for educational requirements where appropriate.

e Human Resources’ Talent Acquisition Policy (HR-8) was updated in 2021 with broad engagement and socialization of the
policy with Port employees. This policy advances equity in the recruitment process by utilizing a variety of advertising
sources, partnering with Port-wide employee resource groups, community, and external resources, and requesting the direct
assistance of the hiring department to identify additional advertising outlets to create a pipeline of diverse applicants.

Recommended Actions

32. Human Resources Department, in collaboration with OEDI, integrate equity considerations more deeply into the interview
and hiring process (LEAD: HR):

e Ensure racial and gender diversity on all interview panels, by including specific diversity targets with employee
engagement and share across the Port.

e All job announcements include a statement on diversity, equity, and inclusion and share Port Values.

46 Compensation Program Review Recommendations to ELT. Port of Seattle Human Resources Department. October 29, 2021.
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33.

34.

e Enhance recruitment process to more effectively reach BIPOC candidates, address barriers, and reach beyond traditional
outlets and networks. Develop a top list of languages, ethnic communities, and media channels in communities of color to
do outreach to with the help of the ERGs, D&D Council, and OEDI. Consider using testimonials and videos to tell the stories
of current BIPOC employees.

e Include at least one question about EDI in all interviews. The question should require the applicant to demonstrate their
understanding of EDI and its applicability to the job.

e Require interview panels to watch anti-bias video, and, as an interview panel, engage in a discussion about the video.

e Create a committee of D&D Council and Change Team to make themselves available to serve on hiring panels and offer
support in the hiring processes.

e Replicate the successes and partnership between Human Resources and Maritime Division in 2021 across the Port:
Executive accountability, broader outreach for advertising postings for jobs, system to ensure diverse panels for all
interviews, tracking panelists anti-bias video viewing and learning, adding equity questions, systematically examining
educational requirements.

OEDI to work with the Change Team to develop and implement a system for tracking equity indicators implemented for all
hiring panels and processes in 2022. A final report to be presented to commission in December of 2022. (LEAD: OEDI, Change
Team)

Increase BIPOC representation in leadership positions. For leadership positions that become available and open in 2022,
revisit all competencies and requirements in job evaluations to ensure that the minimum qualifications accurately reflect the
skills and training needed for the position, barriers for BIPOC applicants are reviewed and assessed, and to ensure that EDI is
included in the job evaluation. (Lead: HR)
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Focus Area: Employment

Issue 9. Inequities in compensation

Key Concerns and Input

Compensation equity is a significant issue of concern expressed by Port employees, particularly by employees of color and
women. Among respondents to the Equity Survey, only 51.5 percent agreed or strongly agreed that employee pay is fair and
equitable for people with the same or similar jobs who have the same or similar qualifications regardless of race/ethnicity, gender,
age, or other diversity characteristics. Employees of color, in comparison to white employees, do not agree that compensation is
fair and equitable. Overall, only 56.3 percent of employees agreed or strongly agreed that they understand the Port's
compensation structure.#” This theme was echoed in the Human Resources Department’s recent Compensation Program Review,
which found that women and people of color believe that jobs held mostly by women are undervalued, that women must
continually prove themselves, and that women and women of color are underpaid.*®

Many survey comments expressed frustration about compensation inequities both within and across departments as well as by
race and gender. This view also emerged from the Port’s Black Lives Matter Caucusing Series, where participants expressed a
strong perception that there are significant disparities in how people with the same position are paid, particularly BIPOC
employees.*® Other concerns related to pay equity included job classifications/evaluations being outdated, subjective, and not
matching pay levels; and pay being tied to seniority rather than performance.>°

Blacks in Government suggests promoting Black and Brown employees to similar locations on pay brackets and pay distributions
as their white counterparts, while participants in the EDI Assessment Listening Sessions called for more benefits for minimum/low

47 port of Seattle Equity Survey Analysis of Quantitative Data. Prepared by Business Intelligence Unit for Office of Equity, Diversity and Inclusion. June 2021.
8 Non-represented Employees Compensation Program Review: Focus Group and Employee Survey Comment Themes. Port of Seattle Human Resources
Department. September 2021.

49 summary Report on Black Lives Matter Caucusing Series. Hosted by the Port of Seattle Office of Equity, Diversity and Inclusion. June - August 2020.

50 port of Seattle Equity Survey Analysis of Qualitative Data. Prepared by Tu Consulting for Office of Equity, Diversity and Inclusion. August 2021.
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wage and frontline workers, and scholarships specifically for women of color, as well as daycare services.>* Respondents to the
Compensation Program Review asked for system changes that prevent pay inequities, and a pay equity analysis with results
shared transparently.>?’Compensation Program Review asked for system changes that prevent pay inequities, and a pay equity
analysis with results shared transparently.>3

Progress to Date

As noted in the previous section, the Port’s Human Resources department recently completed a Program Review of
Compensation that includes a survey completed by over 900 employees along with focus groups that included close to 200
participants. This effort marks a milestone in responding to employee concerns about compensation equity and builds a
foundation for further and deeper assessment of compensation in 2022.°*

OEDI collaborated with a Steering Committee to launch an assessment of the experiences and barriers of women of color at the
Port of Seattle. The findings of this assessment will be presented in February of 2022.

Recommended Actions
35. Human Resources Department makes salary information accessible and transparent. (Lead: HR)

36. Human Resources Department, informed by findings from its Compensation Program Review, implements the following Action
related to compensation equity:

e Develop a pay equity definition and philosophy that reflects the Port’s values

51 “What do Blacks In Government need the Port of Seattle to focus on in combatting racial discriminations?” Session Notes. Blacks in Government Employee
Group. June 2021.

52 Non-represented Employees Compensation Program Review: Focus Group and Employee Survey Comment Themes. Port of Seattle Human Resources
Department. September 2021.

53 Non-represented Employees Compensation Program Review: Focus Group and Employee Survey Comment Themes. Port of Seattle Human Resources
Department. September 2021.

54 Compensation Program Review Recommendations to ELT. Port of Seattle Human Resources Department. October 29, 2021.
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e Design and complete a Port-wide pay equity analysis
e Determine potential remediation strategies, including special budget for equity adjustments>

e Human Resources Department will design and implement a new pay program based on the findings of the assessment
as well as the findings of the Women of Color assessment. (Lead: HR)

55 Compensation Program Review Recommendations to ELT. Port of Seattle Human Resources Department. October 29, 2021.
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Focus Area: Employment

Issue 10. Barriers to advancement for internal candidates

Key Concerns and Input

Employees gave input on several issues related to job advancement. Comments from the Equity survey were almost all
expressions of concern (78 of 80 comments). The most frequent issue cited was favoritism of white males in promotion
decisions, including longstanding “good old boys’ networks” that create barriers for employees of color outside of those networks.
Another issue noted was the perception that external hiring is often prioritized over internal promotions.>®

The EDI Assessment Listening Sessions and Black Lives Matter Caucus Series echoed similar sentiments: that in comparison to
women and employees of color, white men receive unfair and unearned advantages with regards to job advancement and
promotions. Session participants also identified root causes of this inequity including lack of accountability, cultural norms, and
white supremacy in the workplace.®’

The Equity Survey found that 62.8 percent of respondents agreed or strongly agreed that an internal talent pipeline with diverse
participants would help to increase BIPOC representation in leadership positions. Additionally, 55.7 percent of respondents
agreed or strongly agreed that in addition to focusing on the selection of the best qualified candidate, racial equity should be
involved in the promotion process to ensure diverse representation in leadership positions.>®

Blacks in Government also cited the need to:

e Focus on the advancement of Black employees

%6 port of Seattle Equity Survey Analysis of Qualitative Data. Prepared by Tu Consulting for Office of Equity, Diversity and Inclusion. August 2021.

57 EDI Assessment Listening Sessions Report. Port of Seattle Office of Equity, Diversity and Inclusion. July - September 2021. Summary Report on Black Lives
Matter Caucusing Series. Hosted by the Port of Seattle Office of Equity, Diversity and Inclusion. June - August 2020.

%8 port of Seattle Equity Survey Analysis of Quantitative Data. Prepared by Business Intelligence Unit for Office of Equity, Diversity and Inclusion. June 2021.
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e Internally post budgeted, unfilled positions (and their job evaluations) that are not yet open but will be in the future so that
potential internal candidates can plan, prep, and set goals for advancement

e Attach job evaluations to individual P-Links, because most employees do not have the original job evaluations for their
positions and do not know how to get a copy of it

e Create employee and executive shadowing opportunities.>

Respondents to the Compensation Program Review called for eliminating bias and favoritism in job performance evaluations and
annual pay increases, instead using objective, measurable factors to measure performance.®®

Related to advancement for internal candidates, a lack of time is a significant barrier for many employees' professional
development. The Equity Survey found that 76.0 percent of respondents agreed or strongly agreed that they are encouraged to
develop themselves professionally through trainings, PortAbility, or other learning opportunities, but only 51.5 percent of
respondents agreed or strongly agreed that they have time in their schedule to pursue professional development opportunities
that are of interest to them.®!

The survey also illustrated that in comparison to non-represented employees, represented employees are less encouraged to
develop professionally. Among these comments, white respondents were a smaller share of these concerns compared with the
survey overall, while respondents of color from several racial groups and women were overrepresented.??

Progress to Date

e Human Resources currently takes steps to prioritize internal candidates by offering flexibility on minimum qualifications,
adding a development component to the job posting, and offering opportunities for interviews.

9 “What do Blacks In Government need the Port of Seattle to focus on in combating racial discriminations?” Session Notes. Blacks in Government Employee
Group. June 2021.

80 Non-represented Employees Compensation Program Review: Focus Group and Employee Survey Comment Themes. Port of Seattle Human Resources
Department. September 2021.

b1port of Seattle Equity Survey Analysis of Quantitative Data. Prepared by Business Intelligence Unit for Office of Equity, Diversity and Inclusion. June 2021.
62 port of Seattle Equity Survey Analysis of Qualitative Data. Prepared by Tu Consulting for Office of Equity, Diversity and Inclusion. August 2021.
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Human Resources operates an internal mentorship and internship program to develop the skills and professional experiences
of employees who are seeking to advance in the organization.

A team in Human Resources is currently analyzing data about internal promotions to better understand the patterns of who
applies and who advances within the organization.

37.

38.

39.

40.

41.

Recommended Actions

Develop a Performance Link goal for all supervisors to provide training and development opportunities to all employees
interested in advancing. (Lead: HR)

To increase job accessibility, assess, before posting a position, if certain formal education or credentials are needed to
perform the essential functions of the jobs, and, when possible, include development language into the job requirements.
(Lead: HR)

Human Resources to develop a system for tracking the promotion of internal candidates. The results will be shared widely in
internal and external communications, highlighting stories about employees who have been promoted. (Lead: OEDI, HR,
External Relations)

Increase staff awareness about the Port’s internal mentorship program. (Lead: HR)

In 2022, Human Resources is improving its supervisor training to teach supervisors how to use coaching and mentoring as a
management practice. (Lead: HR)
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Issue 11. Barriers to participation - resources and resistance

Key Concerns and Input

With the creation of the Office of Equity, Diversity, and Inclusion (OEDI) in 2018-19, the Port has significantly expanded its focus
on advancing equity across the organization. OEDI leads this work and continues to organize and host an array of activities and
initiatives to support the integration of equity into the Port’s work. In this context, the Equity Survey found that 74.5 percent of
respondents agreed or strongly agreed that participation in OEDI programs to normalize racial equity (e.g., Book Clubs, Racial
Caucuses) is encouraged.®® Additionally, participants in the Black Lives Matter Caucusing Series said they view EDI work as
valuable and central to improving operations and culture at the Port.%*

At the same time, employees also provided feedback on how to further improve this work. Among Equity Survey respondents
who commented on this topic, the most prevalent issue was lack of time to participate in equity activities. Some survey takers
felt there is too much equity activity, while others said there is lack of support or encouragement from their department leaders
to participate. There were also numerous positive comments about equity efforts.®>

The issue of time constraints was also echoed in the EDI Assessment Listening Sessions, where participants reinforced the need to
continue efforts to train, educate, and normalize equity within the Port, while also asking that more time and funding for training
be made available for all employees to take EDI training and participate in EDI learning activities.%®

Similar sentiments were expressed in targeted meetings with represented workers, who voiced unique needs specific to the
nature of their work shifts and job demands. These issues included the need for more support from supervisors, effective

83 port of Seattle Equity Survey Analysis of Quantitative Data. Prepared by Business Intelligence Unit for Office of Equity, Diversity and Inclusion. June 2021.
64 Ssummary Report on Black Lives Matter Caucusing Series. Hosted by the Port of Seattle Office of Equity, Diversity and Inclusion. June - August 2020.

8 port of Seattle Equity Survey Analysis of Qualitative Data. Prepared by Tu Consulting for Office of Equity, Diversity and Inclusion. August 2021.

56 £DJ Assessment Listening Sessions Report. Port of Seattle Office of Equity, Diversity and Inclusion. July - September 2021.
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advertising of activities, accessible scheduling of activities, and dedicated funding to enable their participation (specifically for shift
coverage and overtime).®’

Represented workers shared recommendations for how to address these needs including adding requirements for EDI training
and engagement into collective bargaining agreements with labor unions, establishing mandatory equity goals for all
departments, and setting EDI goals for all employees, including supervisors.%8

Additionally, there are concerns from employees about the work itself. For example, the Equity Survey included a critical mass of
comments that the Port’s emphasis on racial equity and people of color has created discomfort, marginalization, and at times,
claims of reverse discrimination against white employees. These comments were disproportionately expressed by white
respondents compared to their representation in the survey responses overall.

Some respondents also expressed the need to increase employee participation in equity activities to better reach those who have
been more reluctant or less willing to participate. Others suggested that the Port should focus on a “colorblind” approach of
treating all people equally, instead of a racial equity approach that seeks to address inequities for specific groups.®® With regards
to this suggestion, it should be noted that this is not a viable option, and more education needs to be done to help employees
understand why. The Port leads its equity work with a focus on race because colorblind approaches only further contribute to
patterns of racial disparity and reinforce discrimination and bias.

In particular, Blacks in Government and represented workers have recommended ensuring and/or expanding mandatory equity
training for all employees. Represented workers, in Aviation in particular, have also discussed bolstering equity by integrating it
into Continuous Process Improvement work, which many departments in Aviation are already familiar with and receive support
from Strategic Initiatives to implement.”°

Progress to Date

57 Employee Listening Session with Represented Workers. Port of Seattle Office of Equity, Diversity and Inclusion. August 2021.

8 Employee Listening Session with Represented Workers. Port of Seattle Office of Equity, Diversity and Inclusion. August 2021.

8 port of Seattle Equity Survey Analysis of Qualitative Data. Prepared by Tu Consulting for Office of Equity, Diversity and Inclusion. August 2021.

70 “wWhat do Blacks In Government need the Port of Seattle to focus on in combatting racial discriminations?” Session Notes. Blacks in Government Employee
Group. June 2021. Employee Listening Session with Represented Workers. Port of Seattle Office of Equity, Diversity and Inclusion. August 2021.
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Addressing the lack of willingness or resistance to participating in racial equity efforts will be long-term work. To date, OEDI and its
partners have tackled this in multiple ways.

e With the creation of the Change Team, every department is required to have one Sponsor and at least one Core Member to
serve on the Change Team to lead their respective department in advancing and embedding equity into programs and day-to-
day operations.

e OEDI and Strategic Initiatives have actively worked to identify creative ways to offer racial equity trainings and other
programming to represented and off shift workers.

e OEDI and Human Resources offer coaching and support to leaders on how to manage diverse teams and create a culture of
belonging.

e Executive Director town halls always included the Senior Director of OEDI to communicate about the progress and critical
nature of EDI work.

e Executive Director email updates to all employees include an Equity Resources section to communicate the importance of EDI
for the Port’s work.

e All ELT members, Executive Director, and Commissioners attended 8 hours of mandatory racial equity trainings. This group
also engaged in a process of refreshing the Port’s values, which now include anti-racism and equity.

e Racial equity training has included:

o Eight hours of racial equity training mandated for all supervisors in 2021. In the past year, 384 supervisors participated in
trainings across three sessions totaling eight hours. All participants found the trainings useful or very useful; 91 percent
met their goals, and 92 percent were satisfied or extremely satisfied.
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o Three hours of racial equity training mandated for all front-line workers and individual contributors. In the past year,
trainings included participation by 431 employees in a three-hour foundational training. Of these, 91 percent found the
training useful or very useful, 88 percent met their goals, and 90 percent were satisfied or extremely satisfied.”!

e QOutcomes of the training as reported in post-training evaluations indicated some progress in addressing this issue. Participant
outcomes included:

o Deeper understanding of foundational racial equity concepts and tools,
o Greater sense of “individual responsibility to play a role in normalizing and impacting racial equity”,

o And desire to further deepen understanding and apply knowledge gained to their work and to advance structure and
institutional change at the Port. 72

Recommended Actions
42. Expand equity training activities. (Lead: OEDI)

e Starting in 2022, OEDI will offer a four-hour foundational racial equity training for all Port employees (in 2021 this was a
mandatory three-hour course). OEDI and Labor Relations will gain support for represented workers to participate.

e [n 2022, OEDI will add capacity and presence in the Aviation Division and provide in-person trainings when and where
possible.

e In 2022, OEDI will develop and facilitate: 1) train-the-trainers training for Change Team members so that they can co-
facilitate racial equity trainings and learning opportunities, 2) advanced supervisors training, and 3) opportunities for
mentoring for employees to learn together and receive more individualized support in practicing skills.

e |Implement recommendations from 2021 trainings to:

1 port of Seattle 2020-21 Racial Equity Trainings Report. Equity Matters. October 2021.
72 port of Seattle 2020-21 Racial Equity Trainings Report. Equity Matters. October 2021.
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o Deepen understanding of racial concepts, such as by adding sessions on settler colonization, anti-Blackness, and white
allyship

o Develop a standardized racial equity orientation curriculum and facilitator team

43. In 2022, explore the need to create dedicated funding (starting in 2023) to support employee participation in EDI efforts,
especially represented and shift workers. (Lead: OEDI) Funding should cover multiple needs:

e Funding for overtime, especially for represented workers, to ensure work can still be done while they engage in EDI work.
e Funding for necessary time/work (including dedicated work orders) and equipment to access and participate in EDI work.

e Funding for OEDI, Strategic Initiatives, and other employee service-related departments to expand their abilities to serve
all shifts and employees.

44.OEDI collaborate with HR to explore a policy that allows and supports employee participation in equity learning activities.
(Lead: OEDI)
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Focus Area: Engaging WMBEs and Small Businesses

Issue 12. Barriers for WMBEs and small businesses

Key Concerns and Input

Both internal and external stakeholders affirmed the Port’s efforts in contracting with small and Women and Minority-Owned
Businesses (WMBEs), but many have also expressed concerns and identified areas for improvement. Among Equity Survey
respondents who work on contracting and use of WMBEs, 64.8 percent agreed or strongly agreed that supplier racial equity and
diversity best practices have been implemented and 70.6 percent agreed or strongly agreed that they are aware of and can access
a list of WMBEs that can serve as potential business partners. Also, 66.7 percent agreed or strongly agreed that equity goals have
been set to assess the efficacy of working with minority and women-owned businesses and 68.4 percent agreed or strongly
agreed that a concerted effort is made to procure goods/services from underrepresented suppliers.”?

However, the survey also yielded 95 comments about contracting, two-thirds of which described areas needing improvement.
These included the need to: reduce barriers and create more streamlined processes for BIPOC contractors; address the lack of
WMBE availability for certain services; and expand outreach to a broader universe of vendors. Employees of color from some
racial groups as well as women were a greater share of comments that expressed concerns about contracting.’*

Employees who participated in both OEDI’s Listening Sessions and Black Lives Matter Caucus Series shared similar concerns about
the need to reduce barriers and create a more accessible process by which WMBEs can compete and win Port contracts. They
cited some of the root causes of these barriers including unclear or poorly defined commitments regarding WMBEs and the lack of
a streamlined outreach process. Additionally, time pressures in contracting processes often create “incumbency bias”, where lack
of time to onboard new firms leads to more frequent use of firms that have done work for the Port before and with whom
departments are more familiar.

Listening Session participants identified actions to address these concerns that include:

73 port of Seattle Equity Survey Analysis of Quantitative Data. Prepared by Business Intelligence Unit for Office of Equity, Diversity and Inclusion. June 2021.
"4 port of Seattle Equity Survey Analysis of Qualitative Data. Prepared by Tu Consulting for Office of Equity, Diversity and Inclusion. August 2021.
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e Increasing support for WMBEs by educating WMBEs on Port practices, creating an onboarding process for new WMBEs, and
providing continuous lines of support for WMBEs

e Diversifying firms and contracts by expanding outreach to WMBEs, incentivizing Prime contractors to select new WMBE
subcontractors, and researching existing BIPOC non-profits in the area and how the Port can support them

e Increasing internal training and understanding of the contracting process by defining WMBEs’ commitments and goals clearly
to make external communication effective and providing department trainings for WMBE outreach and services.””

e Blacks in Government also called for investing in resources to eliminate barriers for Black businesses to do business with the
Port, including funding and partnering with incubator agents and bridge resources.”®

Progress to Date

In 2018, the Port Commission passed a policy directive establishing the Port’s Diversity in Contracting Department to advance
equity and address WMBE contracting disparities. The directive also set five-year (2018-2023) benchmark goals: to triple the
number of WMBEs doing business with the Port (118 to 354) and to increase to 15% the amount spent on WMBE contracts.

To help the Port fulfill these WMBE goals, Diversity in Contracting has developed and administered internal WMBE training for
Port employees and project managers, and external training and outreach to encourage and support WMBEs' ability to do
business with the Port (such as PortGen and WMBE & Small Businesses Accelerator). Since 2016, the Port’s WMBE utilization - led
by Diversity in Contracting’s efforts - has increased from 5.3% to 11.2% and from 118 firms to 281 firms.

Recommended Actions

75 EDI Assessment Listening Sessions Report. Port of Seattle Office of Equity, Diversity and Inclusion. July - September 2021. Summary Report on Black Lives
Matter Caucusing Series. Hosted by the Port of Seattle Office of Equity, Diversity and Inclusion. June - August 2020.

76 “What do Blacks In Government need the Port of Seattle to focus on in combating racial discriminations?” Session Notes. Blacks in Government Employee
Group. June 2021.
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45. Diversity in Contracting to complete an assessment of barriers for WMBEs and small businesses to enter contracts with the
Port, as included in the Port Commission Equity Motion of 2020. Diversity in Contracting will report back about the findings
and recommendations of this assessment to the full Commission in 2022. (Lead: Diversity in Contracting)

46. Diversity in Contracting will strengthen internal communication and training about the contracting and outreach processes
for WMBEs. (Lead: Diversity in Contracting)
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Focus Area: Engaging WMBEs and Small Businesses

Issue 13. Barriers in procurement processes

Key Concerns and Input

In addition to addressing specific barriers faced by WMBEs and small businesses, as discussed above, many employees expressed
the need to improve the procurement process for all businesses and community-based organizations that contract with the Port.

Listening Session participants brainstormed actions to address these concerns that include:

e Increasing internal training and understanding of the contracting processes

e Challenges for new organizations to understand the Port and to enter into contracts with the Port
e Complex contracting process that is time consuming

e Requiring anti-bias training for evaluation panels

e Simplifying processes and paperwork.”’

Progress to Date

e Central Procurement Office (CPO) has begun to address bias and discrimination with evaluation panels, similar to how Human
Resources has started a process with hiring panels.

e CPO has taken steps to reduce contracting paperwork and improve the procurement process, including by hiring a Senior
Manager to lead a team focused on process improvement, strategic partnerships, and program analysis.

77 EDI Assessment Listening Sessions Report. Port of Seattle Office of Equity, Diversity and Inclusion. July - September 2021. Summary Report on Black Lives
Matter Caucusing Series. Hosted by the Port of Seattle Office of Equity, Diversity and Inclusion. June - August 2020.
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e CPO has created a dedicated group of staff who are receiving training and skills to specifically work with and address the
unique needs of small, community-based partners.

Recommended Actions

47. Develop and include the following in new and future Port contracts and contracting processes. (Lead: CPO)

Businesses and contractors are asked to assess the need for translation and interpretation services in their pricing and
contract and when appropriate address this in their scope of work.

Similar to the Acceptable Workplace Agreement and Culture of Care language in service agreement contracts, CPO will
develop anti-harassment language and an accountability process to be included in future contracts.

Prior to reviewing, rating, and selecting proposals, all contract evaluation panels will be required to watch an anti-bias
video and engage in a discussion about how to identify biases and account for them. CPO will consider additional training
to recognize and address unconscious and implicit bias in contracting processes.

48. Support for Community partnerships. CPO will work closely with OEDI and External Relations to help improve processes for
community-based organizations.

Continue the existing and ongoing work of South King County Fund in revising contract language and reducing paperwork
to make contracting more accessible and understandable.

Expedite the execution of contracts and amendments.

Develop an accessible way for Port employees and non-profit partners to provide feedback to CPO to identify
opportunities for process improvement. This may include an annual or semi-annual meeting with non-profit partners.

Continue the existing and ongoing work of creating a dedicated group of CPO employees who are trained regarding
specific needs for flexibility, timely response, and seeking mutual understanding when working with non-
profit/community-based organizations.
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Focus Area: Engaging Impacted Communities

Issue 14. Lack of empowered and meaningful ways for external stakeholders to engage with the Port

Key Concerns and Input

Port employees have mixed assessments on the inclusion and role of external stakeholders in the Port’s work and decision-
making, particularly for communities of color and BIPOC-led organizations.

Positive aspects of this issue were reflected in the Equity Survey, in which 69.4 percent of respondents who engaged with
communities and external stakeholders agreed or strongly agreed that BIPOC-led organizations are treated with respect, dignity
and are encouraged to engage as full partners involved in decision-making processes when working on Port issues. Additionally,
75.6 percent agreed or strongly agreed that there is an interest in developing and maintaining strong, authentic, mutually
respectful relationships with BIPOC organizations in the region. However, only 54.3 percent of those respondents agreed or
strongly agreed that cultural and linguistic competency is a core component when they do outreach to external communities
and only 41.8 percent agreed or strongly agreed that money is allocated for community engagement items such as translations,
interpreters, space for community meetings, and compensation of community members for their time.”?

Survey comments cited the need for more equitable opportunities for all key Port stakeholders to engage meaningfully.”® Port
employees defined the problem as a lack of meaningful and impactful roles for external stakeholders, including the lack of
ability to vote or have formal authority in Port decision-making. Respondents also cited the need for clearer and more fully
developed policies and standards for community engagement and consistency across the Port. This was also reinforced in the
EDI Assessment Listening Sessions.®

78 port of Seattle Equity Survey Analysis of Quantitative Data. Prepared by Business Intelligence Unit for Office of Equity, Diversity and Inclusion. June 2021.
79 port of Seattle Equity Survey Analysis of Quantitative Data. Prepared by Business Intelligence Unit for Office of Equity, Diversity and Inclusion. June 2021.
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Employees who participated in the EDI Assessment Listening Sessions identified underlying causes of this gap including lack of
BIPOC representation in leadership, barriers for community partners, and lack of stakeholder analysis.8!

Progress to Date

e QEDI is working to form a Community Equity Board as a formal space to ensure that communities can engage with the Port
with power and positionality, and with decision making roles. OEDI has developed a draft concept for the Community Equity
Board and hosted several meetings with community stakeholders to solicit their input in shaping the formation of a board.
Several community stakeholders have met with the Executive Director and Commission several times to give feedback to help
create a meaningful way for the community to have input at the Port.

e Duwamish Valley Community Equity Program continues to grow and serves as models for inclusive, collaborative community
engagement and decision-making. A racial equity consultant who was hired to focus on the Duwamish Valley work concluded
a year of anti-racist training with the Port Community Action Team and provided recommendations for structural changes.

e The Duwamish River Community Hub was opened to support the Port’s Community Benefits Agreement (Resolution 3767) in
the areas of community capacity building, environmental health, and economic prosperity.

Recommended Actions

49. Continue work to stand up and operationalize the Community Equity Board to create more opportunities and possibilities for
community input into decision-making for programmatic and policy decisions and community investments. (Lead: OEDI)

50. OEDI, External Relations, and departments that conduct community engagement create processes and best practices for
how the Port engages communities. (Lead: OEDI and External Relations). These processes will help departments and teams to:

e |dentify and define the communities and people who are impacted by decisions, policies, and programs

e Determine type and level of engagement for a given project (e.g., informing, consulting, collaborating, empowering, etc.)

81 EDJ Assessment Listening Sessions Report. Port of Seattle Office of Equity, Diversity and Inclusion. July - September 2021.
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e |dentify and address barriers for meaningful community involvement and inclusion

51. External Relations will offer support to develop Port employees’ skills to navigate power dynamics, build authentic
relationships, and engage communities in inclusive, meaningful ways. (Lead: External Relations)

52. Create dedicated funding to support and remove barriers for community engagement, including language assistance and
stipends for community advisors. (Lead: External Relations)

67



Focus Area: Engaging Impacted Communities

Issue 15. Challenging processes for community-based organizations to contract with the Port

Key Concerns and Input

In addition to the overall role and power of external stakeholders in the Port’s work, employees also identified the need to
improve contracting with community-based organizations.

Employees noted that the Port’s community investment programs, such as the South King County Fund, need improvements. As
a recent example, that Fund, which had its first funding cycle in 2020, surfaced several systemic barriers in implementation that
present opportunities for improvement. Key challenges include the following, which are further detailed in a separate report.2

e Port’s statutory authority as a special-purpose government, as well as the need to demonstrate “benefit to the Port”, create
direct tension with goals for equity-centered and community-centered work.

e Applying existing procurement processes that were designed primarily for larger and/or for-profit companies, is not effective
for and responsive to community-based organizations seeking Port funding, especially smaller or newer organizations from
underserved communities that are often the stated priority for Port funding and partnerships.

e The two issues above cascade into a myriad of specific barriers and issues in the implementation of funding opportunities like
the South King County Fund. These include very long periods of time between fund award and fund disbursement; difficult
access to funding information and process, especially by smaller organizations and/or those whose primary language of
operation is not English; and complicated steps and requirements in the application process.

Several commenters noted that their departments or units conduct community engagement with an intentional equity lens, citing
examples such as the Port’s South King County Fund and Duwamish Valley Community Equity Program. Ideas for improvements
included slowing down processes to ensure sufficient time to meaningfully engage impacted communities, requiring project

82 port of Seattle South King County Fund 2020: Economic Recovery Grants Program Cycle 1 Final Report. Aaliyah Gupta and Nanette Fok, South King County
Fund Consultants. April 2021.
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managers to show evidence of their outreach to underrepresented and impacted communities for contracts, developing an
Employee Language Bank, and simplifying procurement processes for community partners, bringing community partners into
decision making, and continuing trainings on navigating power dynamics with community partnerships.%3

Progress to Date

e South King County Fund completed its first funding cycle in 2020, economic recovery grants and environmental grants
supported twenty organizations with a total $1.5 million. Report from consultants includes recommendations for ongoing and
future work. This report includes a survey of all the potential applicants who attended Q&A sessions and made suggestions for
systems improvements at the Port.

e The Maritime Sustainability Team, Maritime Environment and Sustainability Environmental Justice Workgroup, External
Relations Team, and Office of Equity, Diversity, and Inclusion partnered to create a Community Engagement Playbook to guide
the implementation of the Northwest Ports Clean Air Strategy and the Maritime Climate and Air Action Plan. This playbook
outlines six steps that can be used at the beginning of a project to design an equitable engagement plan. The Port’s Maritime
Environmental and Sustainability department is using this tool to help their department make equitable and inclusive decisions
about how, when, and who to engage on different projects.

e External Relations and OEDI have incorporated a role for community advisors in the procurement and selection process for
community capacity building consultants and SKCF grant awards.

e Starting in 2020, the Port began working with a team of multi-cultural community liaisons in support of the South King County
Fund Environmental Grants program. The team represents the rich diversity of cultures in South King County. Trusted
community members work with the Port team to develop application and outreach materials and conduct outreach with their
communities. This work has resulted in a 43% award rate to BIPOC groups in the first round of Environmental Grants.

Recommended Actions

83 EDI Assessment Listening Sessions Report. Port of Seattle Office of Equity, Diversity and Inclusion. July - September 2021.
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53. Continue process and system improvements in Port’s community investment programs. Recommendations below are drawn
from the Report on the South King County Fund’s First Funding Cycle:®* (Lead: OEDI and External Relations)

e Empower community advisors in funding panels to have voting roles, not just advising roles.

e Engage community stakeholders meaningfully throughout a processor to make improvements to existing processes by
capturing lessons learned, build long-term trust-based relationships, and put in place organizational infrastructure to
sustain that work over time.

e Make all steps in the process more accessible for small organizations and businesses. These could include: modifying
funding structure to support smaller grants/scopes of work; offering multi-year funding; making all information and
communication tools more streamlined, easy to understand, and culturally and linguistically accessible; allowing technical
assistance to be offered to grant applicants; and improving VendorConnect.

e Significantly reduce the amount of time to negotiate scopes of work/contracts and to disburse funds. Continue to identify
and address equity and anti-racism as central to the Port’s Special initiative to address anti-black racism in all community
outreach efforts.

84 port of Seattle South King County Fund 2020: Economic Recovery Grants Program Cycle 1 Final Report. Aaliyah Gupta and Nanette Fok, South King County
Fund Consultants. April 2021.
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Appendix A

MoTIiON 2020-19:
A MOTION OF THE PORT OF SEATTLE COMMISSION

To direct the Executive Director to examine Port operations
and policies for sources of racial bias and discrimination and
to develop programs and policies eliminating inequity in all
aspects of the organization.

ADOPTED
OcCTOBER 13, 2020

INTRODUCTION
The mission of the Port of Seattle is to promote economic opportunities and quality of life in the
region by advancing trade, travel, commerce, and job creation in an equitable, accountable, and
environmentally responsible manner. The Port of Seattle’s Century Agenda reaffirms our
commitment to creating opportunities and economic prosperity for all in the region by calling for
the Port to be a model for equity, diversity, and inclusion.

The Port of Seattle Commission demonstrated its commitment to non-discrimination with the
passage of Motion 2018-06, which called for the Port to develop and implement an equity pilot
program in 2018 that would support the development of a portwide equity policy directive. With
that guidance, the Port established the Office of Equity, Diversity, and Inclusion (OEDI) in 2019.
OEDI’s mission is to build capacity across the organization to address institutional oppression
and to transform Port policies, practices, and processes. In 2020, to support this effort, OEDI
presented their 2019-2020 strategic plan and the Commission established the Equity and
Workforce Development (EWFD) Standing Committee.

The Port has made progress and taken important steps to become a more equitable organization
and recognizes its shared responsibility and commitment to the fight against racism and
discrimination in our society. However, in recent months we have been reminded again about
the difficult reality of the deep roots of racism in our culture. The tragic deaths of our Black
brothers and sisters around the country have demonstrated that we need to recommit with a
sense of urgency moving forward our racial equity work and to center the need to uproot anti-
Black racism. The Port will continue to urgently reflect on and tackle structural racism and
discrimination faced by our employees and communities.

The Port’s commitment to non-discrimination and equity, diversity, and inclusion (EDI) must be
supported by aligned policies and procedures throughout the institution. This motion takes
additional steps beyond what the OEDI Strategic Plan has set out to achieve by directing the Port
to align those policies and procedures which will result in the development of a comprehensive
policy. This will establish the Port, locally and nationally, as a leader in this work, illustrating our
commitment to act, learn, and progress as an organization that values and centers EDI,
accountability, and transparency.
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TEXT OF THE MOTION
The Port of Seattle Executive Director and the Office of Equity, Diversity, and Inclusion have
responded to the recent national uprisings in a very intentional and impactful way that enabled
portwide unity, healing and positive institutional change. This motion is intended to support that
work while elevating the work for greater transparency, public accountability, and ensuring
Commission engagement and oversight.

To support this work, starting January 2021 the Executive Director, or designee, shall, conduct
the following actions:

1. Support the efforts of the Office of Equity, Diversity, and Inclusion to convene our
employees and offer learnings and deeper analysis of anti-Black racism.
a. Support and uplift the Black Lives Matter call to action and engage employees in this
work.

2. Require racial equity and unconscious bias training for Commissioners, the Executive
Director, the Executive Leadership Team, supervisors, managers, and employees.
a. Create curriculum for trainings, tailoring as needed based on different audiences.
b. Report to the Commission on staff participation, feedback, and learnings from
trainings in October 2021.

3. Establish an internal Change Team with representatives from each division and
department within the Port to assess the current state of equity, diversity, and inclusion
for all teams.

a. Define the assessment through portwide engagement. The assessment will be
conducted by the Change Team, who are internal stakeholders that represent each
division at the Port, as well as representatives from the Development and Diversity
Council and employee resource groups (ERG).

b. Assessment as a baseline. The assessment shall be the basis for a landscape equity
analysis of each division. That analysis would provide a quantitative and qualitative
baseline for Key Performance Indicators and equity metrics that each team will focus
on for the year ahead.

c. The assessment shall be completed by October 30, 2021.

d. Beginning January 2022, each department or division will submit an annual report to
OEDI who will then provide a consolidated report to the Commission on progress
made toward equity goals on an annual basis.

4. In addition to the portwide assessment conducted by the Change Team, OEDI will
consider the policies and issues that have been identified by Port employees as the most
challenging barriers to fairly accessing resources and opportunities at the Port.

a. The assessment shall include a review of: (1) employee development, promotion and
compensation; (2) recruitment, hiring, retention, and promotion of Black, Indigenous,
and people of color (BIPOC) portwide; (3) policies and practices impacting BIPOC
contractors and WMBEs, with a particular focus on firms owned by Black descendants

Motion 2020-19 — Racial Bias and Discrimination Page 2 of 5



of slaves; (4) contracting and procurement policies and practices impacting
community organizations’ and contractors’ access to Port resources; and (5) other
areas identified through OEDI employee engagement.

b. The assessment shall recommend a set of strategies and measurable outcomes that

will address identified barriers.

The assessment shall be completed by October 30, 2021.

d. The EWFD Committee shall use the assessments conducted by the Change Team and
OEDI to inform the development of an Equity, Diversity, and Inclusion Policy Directive
per Motion 2018-06.

o

5. Create a Community Advisory Board to ensure the Port is accountable to the publicin the
integration of equity principles into the Port’s work. The Community Advisory Board shall,
among other clear deliverables to be developed by OEDI:

a. Using the Equity Index, work with OEDI to inform the use of Port resources and
investments.

b. Inform the assessment process and provide policy recommendations to the Port on
addressing inequities.

c. Advise Port leadership (Port Commission and Leadership) on implementation of
internal and external Port equity efforts.

STATEMENT IN SUPPORT OF THE MOTION

Systemic oppression and institutionalized racism have existed in our country since its founding.
Events on a national level propelled by the outrage of the killing of George Floyd by Minneapolis
police — one of the most recent murders in a long history of unjust taking of Black lives in our
country — and locally actions taken against those protesting against racism and inequality have
highlighted the long ignored structural bias and institutional discrimination that is present but
not visible to all in our institution. Throughout American history, Black, Indigenous, people of
color and immigrants have led the struggle for equity and social justice. From voting rights to civil
rights to LGBTQ rights, BIPOC and immigrant communities have fought for generations to
strengthen our nation and perfect our democracy. This moment builds upon the immeasurable
sacrifice and contributions of those communities while recognizing that we all benefit from the
eradication of social injustice.

Bias and oppression are embedded in our society, systems, and our organization. By failing to
acknowledge inequities, we play a role in perpetuating them. We can and must do better. It is
time for the Port of Seattle to look introspectively and do its part in tackling these systemic
inequities. To achieve equitable outcomes for all our communities, we must be accountable for
equitable policies that ensure racial, social, environmental, and economic justice are achieved in
principles, strategies, practices, and projects. One of the most important steps in becoming a
more equitable organization is to provide more opportunities and possibilities for communities
to provide input into programmatic, policy, and investment decisions.
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OEDI created an Equity, Diversity, and Inclusion strategic plan that includes a robust combination
of long-term, short-term, transactional, and transformational strategies. To create this plan, OEDI
held a series of six roundtable discussions in 2019 and 2020 with representatives from over 65
organizations. OEDI captured input from more than 800 Port staff.

The Port of Seattle Executive Director and the OEDI have begun to implement the
recommendations as outlined in the EDI 2019-2020 Strategic Plan by employing a framework
developed by the Government Alliance on Race and Equity (GARE) — Normalize, Organize, and
Operationalize:

1. Normalize: Foster discussions about race and equity at the Port by having leadership,
management, and all staff model behavior, hosting learning events, and setting the tone
for leadership and employee dialogues.

2. Organize: Build infrastructure and capacity to implement equity practices by creating
policy and completing an equity planning process. This process will include establishing
definitions, vision and values and creating staff capacity, and strengthening relationships
with community partners.

3. Operationalize: Develop all the elements that allow equity principles to be fully integrated
into day-to-day operations including budgeting with an equity lens, creating
accountability mechanisms, and ensuring engagement by both Port staff and the public.

This approach has positioned the Port to effectively respond to the recent national uprisings in a
very intentional and impactful way that enabled portwide unity, healing and positive institutional
change, and underscored the significant progress made toward becoming a more equitable and
inclusive organization.

The direction of this motion builds upon the EDI Strategic Plan, the 2018 Equity Motion, and input
by Port staff, including the Port’s Development and Diversity Council, Employee Resource
Groups, and external stakeholders. Additionally, ERGs, the Development and Diversity Council,
and employee caucusing groups have been instrumental in providing input and working to build
a culture of inclusion throughout the Port.

This motion acknowledges that the fight against racism and oppression is a horizontal issue and
should be taken into account in all areas of our policies and practices. This motion also recalls
that all employees and community members must be entitled to protection from these
inequities, both as individuals and as a group, including positive measures for the promotion and
the full and equal enjoyment of their rights and benefits.

Despite our current economic, health, and racial justice crises, the Port maintains its commitment
to identifying and dismantling structural barriers to ensure that historically oppressed
communities, particularly communities of color, have access to the resources they need to thrive.
Together, we will get through these trying times; and if we center the needs of those most
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impacted by these crises, we will emerge with a deeper understanding of why our social justice
efforts are so critical and with stronger conviction to keep them driving forward.
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AVIATIO MARITIME Econ Development

Aviation Security (Wendy Reiter
1. Della Wynn (Supervisor, Av Sec)
2. Janae Thomas (Full Emp Screener)

AVM (Stuart Matthews
Brendalynn Taulelei (Sr Mgr AVM
Asset&Logistic)
Beth Britz (AVM Mgr, Cptl Proj)
3. Jennifer Shen Lee (Mgr AVM Biz
Systems)

Aviation Cust Brand & Exp (Julie
Collins
1. Anetria Green (AV Training
Systems Analyst)

Aviation Commercial (Dawn Hunter

1. Khalia Moore (Sr. Bus Mgr, ADR)

Aviation Properties (James Jennings

1. lan Sharma (Air Srvc Development
Prog Mgr)

Aviation PMG (Wayne Grotheer

1. Sean Anderson (Capital Prgm
Leader)
Ray Moreno (Capital Project Mgr)

Av Fac Cap Prgms (Eileen Francisco)
1. Nic Longo (AV Landside Planner)
2. Terri Palmer (Sr Bldg Permit Crd)

3. Jess Olives (Sr. Admin Asst)

Aviation Innovation (Dave Wilson
1. Andrew Khouw (Indoor Nav Prgm
Megr)

Aviation Operations (Laurel Dunphy)

1. Paul Pelton (Mgr Airfield
Operations)

2. JohnVan Deinse (Landside Sup.)
3. Thais Miller (Sr Admin Asst)
4.  Allegra Rosler (Airport Dep Mgr)
5. Jaime Chaves (Landside Sup,

ATO)

Maritime Cruise (Michael McLaughlin)

1. Marie Ellingson (Cruise

Operations &Business Devo Mgr) 1.

2. Brad Olsen (Sr Mgr Maritime
Marketing)

Portfolio & Asset Mgmt (Melinda
Miller)
Alley Greymond (Sr Admin Asst)

Diversity in Contracting (Mian Rice
1. Josie Regan (Sr Admin Asst)
Maritime Ops & Security (Kenny

Lyles)
Anita Simmons (Sr Admin Asst)
Earl Parker (Maritime Ops Mgr)
Jo Woods (Sr Mgr Rec Boating)
Ray Giometti (Mgr, Harbor Busi
& Ops)
5. Cymone Lee-Johnson (Harbor
Ops specialist)

Corporate Facilities (Nick Milos)

1. Annabelle Goavec (Admin Asst)

Real Estate & Econ Devo (Kyra Lise)

Alley Greymond to rep Kyra’s team too

Tourism Development (Ron Peck
1. Gail Muller (Tourism Project
Specialist)

Maritime Project Mgmt (Anne Porter)
1. Cassie Fritz (Mgr, Seaport PMG

Program Ctrls)

Maritime Maintenance (Delmas
Whittaker)

1. JasonJohanson (Sr Resource
Mgr)
2. Cassandra Pettway (MM Work
Order Intake Spec)
Ramel Fuentez (Facility
Maintenance Manager |)

Port of Seattle Change Team
2020-2021

Port Fire Department (Randy Krause)
1. Todd Starkey (Asst. Fire Chief)
2. Ericka Ramos (Admin Sup.)
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Corporate Police Dept (Mike Villa)
1. Hannah Minnehan (Acting Commander)

L v A D 1) 2. Andrew Depolo (Acting Sargeant)
1. Cathy Cameron (Sr Talen Acq Rep) ER R R Rl Ofle

4.  Arman Barros (Officer)

Employee Relations (Cynthia Alvarez)

1. Anika Klix (Total Rewards Consult.)
Kristal Roberts (Mgr OD & Biz Partners)

Enviro Sustainability (To be filled
1. JoannaFlorer (Sr Enviro Mgr)
Persia Duckworth (Contract Specialist)

Community Engmt (Sally del Fierro) AV Enviro Services (Arlyn Purcell
1. Keri Pravitz (East KC Govt Mgr) 1. Adrian Down (Enviro Mgr)
Rosie Courtney (Public Affairs Mgr)
Engineering Services (Tina Soike; Joanna
Government Relations (Nate Caminos) Hingle; Janice Zahn )
1. Eric ffitch (Mgr State Govt Rel.) 1. Helayne Wesson-Perkins (Labor Spec)
2. Megan O’Connor (Design Engineer)

Communications (Kathy Roeder) 3.  Kevin Zayic (Survey Crew Manager)

1. Kate Hudson (AV Comms Mgr)
2. Derek Edamura (Videographer) Acct & Financial Reporting (Rudy Caluza;

— 3. Peter Cho (Sr Acct)
Strategic Initiatives (Larry Eh 4.

Jonathan McCuistion (Acct)
Jared Thatcher (Process Imp. Mgr) 5. Terrence Moody (Payroll Analyst)

Duane Hill
Re Transport & Cap Del (Clare Gallagher) 1. Sharon McAllister (Sr Mgr, AFR Rev Svc)
Small team. Will work with rest of ER. 2. Vickie Hardwell (Admin Asst)
1.

Labor Relations (Dave Freiboth)

1. Preston Tucker (Asst to Sr Director) 1.

AV Finance & Budget (Borgan Anderson)
Linda Nelson (Sr Mgr, AV Fin & Budget)

Business Intelligence (Michael Drollinger)

Legal (Pete Ramels)
1. John Richardson (Bl Mgr - Analytics)
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Executive Summary

The survey was conducted between April 29 — May 27, 2021. The purpose of this survey was to
learn about Port employees’ perceptions concerning equity, diversity and inclusion related to
Port work culture, operations and processes, engagement with external stakeholders and
WMBE, hiring, promotion, compensation, staff development and personal experiences. The
survey consisted of structured questions for each of these topics, plus one open-ended
guestion per topic area that provided respondents an opportunity to share their thoughts. The
survey was developed by OEDI with input from Business Intelligence. Data collection, analysis
and reporting were completed by Business Intelligence.

The survey was disseminated across the Port to be completed online using Qualtrics. For those
with limited computer access, paper surveys were provided. A total of 50 paper surveys were
completed and sent back to OEDI. Responses from the paper surveys were entered into
Qualtrics. Note: two of the paper surveys were received after the deadline. The open-ended
comments from these surveys were included in this report. However, as the quantitative
analysis had already begun, the quantitative data from these 2 surveys was not included in this
report. A total of 1,306 Port employees completed the survey at least partially (approx. 60%
response rate).

Respondent characteristics

When compared to overall Port employee characteristics, some groups are underrepresented
in this study: males, more recent hires (0 — 5 years), non-supervisors, and represented
individuals.

What is your Division?

Surve
Y Overall Port*
Responses

% n %

Aviation 51.4 586 52.4%
Corporate/Central Services 33.2 379 34.8%
Maritime 12.8 146 11.5%
Economic Development 2.6 30 1.3%

*Note: numbers vary by day.



What is your racial group? Check all that apply.

Survey Overall

Responses Port

% n %

American Indian/Alaskan Native** 1.1 14 .9
Asian American 9.8 128 10.3
Black/African American 7.6 99 8.3
Hispanic/Latinx 3.4 44 5.6
MENA- Middle Eastern North African** .8 11 n/a
Native Hawaiian/Other Pacific Islander 2.5 32 2.5
White 49.3 644 51.4
Not reported 19.3 253 16.6
Multi-racial 6.1 80 4.3
Other*, ** .08 1 n/a

*Whenever possible “other” were recoded into the above categories.
**These groups were too small for further analysis.

What is your gender identity?

Survey Overall

Responses Port

% n %

Male 57.4 643 67.1
Female 37.4 419 32.9
Non-binary 1.4 16* --
Other 3.8 40%* -

*Respondents who identified as non-binary were excluded from further analyses as the number was too
small.

**Respondents who identified as other were excluded from further analyses as this group represents
primarily individuals who did not want to answer this question.



Do you identify as transgender?*

Survey

Responses

% n

Yes .6 7
No 92.9 1056
Prefer not to answer 6.5 74

*The number of respondents who identified as transgender is too small for further analysis.

How long have you worked at the Port?

Survey  Overall

Responses Port

% n %

0—5years 40.8 466 47.1
6 — 10 years 17.9 205 16.8
11-15vyears 154 176 12.9
16 — 20 years 10.0 114 10.4
More than 20 years 15.9 182 12.7

Do you manage or supervise people?

Survey  Overall

Responses Port

% n %

Yes 36.6 418 17.0

No 63.4 725 83.0
Are you...?

Survey  Overall

Responses Port

% n* %

Full-time 99.0 1134 95.7

Part-time 1.0 11 4.3

*Note: The number of respondents who reported working part-time is too small for further analysis.



Are you...?

Survey  Overall

Responses Port

% n* %

Represented 30.1 155 47.0
Non-represented 69.9 360 53.0

*Note: only 515 respondents provided a response.

Are you...?

% n

Off-shift 1.9 25

*Note: The number of respondents who reported working off-shift is too small for further analysis.

Analysis
All responses (except demographics and personal characteristics) were measured on a scale of

strongly disagree (1), somewhat disagree (2), neither agree nor disagree (3), somewhat agree
(4) and strongly agree (5). Thus, scores range from 1 — 5, with higher scores indicating greater
agreement with the question item.

T-tests and one-way ANOVAs were conducted to assess whether the differences in mean scores
between groups were statistically significant. These tests were conducted to assess differences
between racial groups, males and females, supervisors and non-supervisors, represented and
non-represented employees, employees in different divisions, and based on employees’ length
of time with the Port. These tests tell us whether there are statistically significant differences
between groups. For example, differences in mean scores between males and females,
differences between racial/ethnic groups, and differences between supervisors and non-
supervisors.

The short-coming of t-tests and one-way ANOVA:s is that they only consider one variable at a
time, such as gender. What these tests do not consider is how other variables interact with
each other. For example, if we find a difference between males and females, we do not know
whether this is due solely due to gender or whether the make-up of the two groups (males and
females) played a significant role. For example, if there are a large number of represented
employees among the men, but only a few represented employees among the women, then it
could be that differences between males and females may not be due to gender but due to
represented status.



To answer the question which variables, after controlling for other factors, are statistically
significant, we need to conduct regression analysis. Regression analysis identifies which
variables have the greatest impact on a question of interest. Regression tells us whether there
is a positive or negative correlation between the independent variables (race, gender, time at
Port, representation and other factors that we hypothesize have an impact on our dependent
variable) and the dependent variable (the main factor that we are trying to understand or

predict) when all independent variables are considered at the same time.

The independent variables that were included in the analysis were gender, race,

representation, supervisor status, and length of time employed at the Port.
Note: Representation differs significantly by division with a very small number of represented
employees in Corporate/Central Services and Economic Development. As a result, division was

dropped as an independent variable from the regression models.

Findings below show the following:

1) Percentage of respondents who agreed or strongly agreed with the survey question.
2) Statistically significant differences between groups based on t-tests and ANOVAs.
3) Statistically significant findings from the regression analysis that controlled for gender,

race, representation, supervisor status, and length of time employed at the Port.



Scores range from 1 — 5, with higher scores indicating greater agreement with the question

item. Only statistically significant differences (p value <.05) are reported.

Work culture:

71.8% of respondents agreed or strongly agreed that Black, Indigenous and
People of Color cultural (BIPOC) identities and expressions are respected
through words and actions.

Statistically significant differences:

Asians Americans agreed more strongly with this statement when
compared to African Americans (3.8 vs. 3.4; p=.002).

Multi-racial respondents agreed more strongly with this statement when
compared to African Americans (3.9 vs. 3.4; p=.001) and Native
Hawaiians/Pacific Islanders (3.9 vs. 3.4; p=.031).

Whites agreed more strongly with this statement when compared to
Asian Americans (4.3 vs. 3.8; p<.001), African Americans (4.3 vs. 3.4;
p<.001), Hispanic/Latinx (4.3 vs. 3.7; p<.001), Native Hawaiians/Pacific
Islanders (4.3 vs. 3.4; p=.001) and multi-racial respondents (4.3 vs. 3.9;
p=.002).

Males agreed more strongly with this statement when compared to
females (4.2 vs. 3.9; p<.001).

Respondents from Corporate/Central Services agreed more strongly with
this statement when compared to respondents from Aviation (4.2 vs. 4.0;
p=.025).

Respondents from Economic Development agreed more strongly with
this statement when compared to respondents from Aviation (4.4 vs. 4.0;
p=.031).

Regression analysis indicates that the following variables have the strongest

impact on this question after controlling for other independent variables in the

model:

African Americans, Hispanic/Latinx and Asian Americans, compared to
whites, disagreed more strongly with this statement.
Males, compared to females, agreed more strongly.




58.6% of respondents agreed or strongly agreed that the opinions of BIPOC are
sought out, valued and fully considered when making decisions.

Statistically significant differences:

= Asian Americans agreed more strongly with this statement when
compared to African Americans (3.5 vs. 3.1; p=.004).

= Multi-racial respondents agreed more strongly with this statement when
compared to African Americans (3.6 vs. 3.1; p=.003).

=  Whites agreed more strongly with this statement when compared to
Asian Americans (4.0 vs. 3.5; p<.001), African Americans (4.0 vs. 3.1;
p<.001), Hispanic/Latinx (4.0 vs. 3.4; p<.001), Native Hawaiians/Pacific
Islanders (4.0 vs. 3.3; p=.001), and multi-racial respondents (4.0 vs. 3.6;
p=.002).

= Males agreed more strongly with this statement when compared to
females (3.9 vs. 3.6; p<.001).

Regression analysis indicates that the following variables have the strongest
impact on this question after controlling for other independent variables in the
model:
= African Americans and Asian Americans, compared to whites, disagreed
more strongly.
= Males, compared to females, agreed more strongly.

66.8% of respondents agreed or strongly agreed that leaders encourage and
facilitate open dialogue about racial/ethnic issues.

Statistically significant differences:

= Asian Americans agreed more strongly with this statement when
compared to African Americans (3.8 vs. 3.1; p<.001).

= Hispanic/Latinx agreed more strongly with this statement when
compared to African Americans (3.6 vs. 3.1; p=.040).

= Multi-racial respondents agreed more strongly with this statement when
compared to African Americans (3.6 vs. 3.1; p=.007).

=  Whites agreed more strongly with this statement when compared to
Asian Americans (4.1 vs. 3.8; p=.004), African Americans (4.1 vs. 3.1;



p<.001), Hispanics/Latinos (4.0 vs. 3.6; p=.006), Native Hawaiians/Pacific

Islanders (4.1 vs. 3.3; p<.001), and multi-racial respondents (4.1 vs. 3.6;
p<.001).

= Supervisors agreed more strongly with this statement when compared to

non-supervisors (4.0 vs. 3.8; p=.048).
= Non-represented employees agreed more strongly with this statement
when compared to represented employees (3.9 vs. 3.6; p=.007).

= Respondents from Corporate/Central Services agreed more strongly with
this statement when compared to respondents from Aviation (4.1 vs. 3.7;

p<.001).

Regression analysis indicates that the following variables have the strongest
impact on this question after controlling for other independent variables in the
model:
= African Americans, compared to whites, disagreed more strongly.
= Males, compared to females, agreed more strongly.
= Represented employees, compared to non-represented employees,
disagreed more strongly.

Operations and processes:

74.5% of respondents agreed or strongly agreed that participation in Office of
Equity, Diversity and Inclusion programs to normalize racial equity (e.g., Book
Clubs, Racial Caucuses) is encouraged.

Statistically significant differences:

= Asian Americans agreed more strongly with this statement when
compared to Native Hawaiians/Pacific Islanders (4.1 vs. 3.5; p=.008).

=  Whites agreed more strongly with this statement when compared to
Asian Americans (4.3 vs. 4.1; p=.012), African Americans (4.3 vs. 3.9;
p<.001), Hispanic/Latinx (4.3 vs. 3.9; p=.007), Native Hawaiians/Pacific
Islanders (4.3 vs. 3.5; p<.001), and multi-racial respondents (4.3 vs. 3.9;
p<.001).

= Females agreed more strongly with this statement when compared to
males (4.3 vs. 4.1; p=.007).
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Non-represented employees agreed more strongly with this statement
when compared to represented employees (4.4 vs. 3.7; p<.001).
Respondents from Corporate/Central Services agreed more strongly with
this statement when compared to respondents from Aviation (4.5 vs. 4.0;
p<.001) and Maritime (4.5 vs. 4.2; p=.012).

Respondents from Maritime agreed more strongly with this statement
when compared to respondents from Aviation (4.2 vs. 4.0; p=.004).
Respondents from Economic Development agreed more strongly with
this statement when compared to respondents from Aviation (4.4 vs. 4.0;
p=.012).

Regression analysis indicates that the following variables have the strongest

impact on this question after controlling for other independent variables in the

model:

African Americans, compared to whites, disagreed more strongly.
Represented employees, compared to non-represented employees,
disagreed more strongly.

30.9% of respondents agreed or strongly agreed that their work-related projects

and/or assignments are periodically evaluated in terms of their impact on racial

equity.

Statistically significant differences:

Whites agreed more strongly with this statement when compared to
African Americans (3.2 vs. 2.7; p=.001) and multi-racial respondents (3.2
vs. 2.8; p=.006).

Non-represented employees agreed more strongly with this statement
when compared to represented employees (3.1 vs. 2.8; p=.030).
Respondents from Corporate/Central Services agreed more strongly with
this statement when compared to respondents from Aviation (3.3 vs. 2.9;
p<.001) and Maritime (3.3 vs. 2.9; p=.004).

Respondents from Economic Development agreed more strongly with
this statement when compared to respondents from Aviation (3.7 vs. 2.9;
p=.002) and Maritime (3.7 vs. 2.9; p=.004).
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Regression analysis indicates that the following variables have the strongest

impact on this question after controlling for other independent variables in the

model:

Represented employees, compared to non-represented employees,
disagreed more strongly.

Engagement with communities and external stakeholders:

55.3% of respondents engaged with communities and external stakeholders.

75.6% of respondents who engaged with communities and external

stakeholders agreed or strongly agreed that there is an interest in developing

and maintaining strong, authentic, mutually respectful relationships with Black,

Indigenous, and people of color (BIPOC) organizations in the region.

Statistically significant differences:

Asian Americans agreed more strongly with this statement when
compared to African Americans (4.2 vs. 3.5; p<.001).

Hispanic/Latinx agreed more strongly with this statement when
compared to African Americans (4.1 vs. 3.5; p=.004).

Multi-racial respondents agreed more strongly with this statement when
compared to African Americans (3.9 vs. 3.5; p=.033).

Whites agreed more strongly with this statement when compared to
African Americans (4.4 vs. 3.5; p<.001), Native Hawaiian/Pacific Islanders
(4.4 vs. 3.9; p=.034) and multi-racial respondents (4.4 vs. 3.9; p<.001).
Supervisors agreed more strongly with this statement when compared to
non-supervisors (4.3 vs. 4.1; p=.028).

Respondents from Corporate/Central Services agreed more strongly with
this statement when compared to respondents from Aviation (4.4 vs. 4.1;
p<.001) and Maritime (4.4 vs. 4.1; p=.027).

Respondents from Economic Development agreed more strongly with
this statement when compared to respondents from Aviation (4.6 vs. 4.1;
p=.027) and Maritime (4.6 vs. 4.1; p=.046).
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Regression analysis indicates that the following variables have the strongest
impact on this question after controlling for other independent variables in the

model:

African Americans and multi-racial respondents, compared to whites,
disagreed more strongly.

69.4% of respondents who engaged with communities and external
stakeholders agreed or strongly agreed that BIPOC-led organizations are treated
with respect, dignity and are encouraged to engage as full partners involved in
decision-making processes when working on Port issues.

Statistically significant differences:

Asian Americans agreed more strongly with this statement when
compared to African Americans (3.8 vs. 3.2; p=.002).

Hispanic/Latinx agreed more strongly with this statement when
compared to African Americans (4.0 vs. 3.2; p=.002).

Multi-racial respondents agreed more strongly with this statement when
compared to African Americans (3.9 vs. 3.2; p=.001).

Whites agreed more strongly with this statement when compared to
Asian Americans (4.3 vs. 3.8; p<.001), African Americans (4.3 vs. 3.2;
p<.001), Native Hawaiian/Pacific Islanders (4.3 vs. 3.6; p=.006) and multi-
racial respondents (4.3 vs. 3.9; p=.005).

Males agreed more strongly with this statement when compared to
females (4.2 vs. 3.9; p=.006).

Regression analysis indicates that the following variables have the strongest
impact on this question after controlling for other independent variables in the

model:

African Americans, Asian Americans and multi-racial respondents,
compared to whites, disagreed more strongly.
Males, compared to females, agreed more strongly.
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54.3% of respondents who engaged with communities and external
stakeholders agreed or strongly agreed that cultural and linguistic competency
is a core component when they do outreach to external communities.

Statistically significant differences:
= Asian Americans agreed more strongly with this statement when
compared to African Americans (4.0 vs. 3.5; p=.011) and multi-racial
respondents (4.0 vs. 3.5; p=.028).
=  Whites agreed more strongly with this statement when compared to
African Americans (4.0 vs. 3.5; p<.001) and multi-racial respondents (4.0
vs. 3.5; p=.005).

Regression analysis indicates that the following variables have the strongest
impact on this question after controlling for other independent variables in the
model:
= African Americans and multi-racial respondents, compared to whites,
disagreed more strongly.

41.8% of respondents who engaged with communities and external
stakeholders agreed or strongly agreed that money is allocated to engage with
racially diverse communities (i.e., translations, interpreters, space for
community meetings, compensation of community members for their time).

Statistically significant differences:

=  Whites agreed more strongly with this statement when compared to
African Americans (3.9 vs. 3.2; p<.001), Hispanic/Latinx (3.9 vs. 3.3;
p=.031), Native Hawaiian/Pacific Islanders (3.9 vs. 3.1; p=.020) and multi-
racial respondents (3.9 vs. 3.2; p<.001).

= Respondents from Corporate/Central Services agreed more strongly with
this statement when compared to respondents from Aviation (3.8 vs. 3.5;
p=.001).

= Respondents from Maritime agreed more strongly with this statement
when compared to respondents from Aviation (3.8 vs. 3.5; p=.043).

14



= Respondents from Economic Development agreed more strongly with
this statement when compared to respondents from Aviation (4.0 vs. 3.5;
p=.032).

Regression analysis indicates that the following variables have the strongest
impact on this question after controlling for other independent variables in the
model:

= African Americans, compared to whites, disagreed more strongly.

Hiring:

62.4% of respondents agreed or strongly agreed that they are aware of efforts
to partner with HR to advertise open jobs widely.

Statistically significant differences:
=  Whites agreed more strongly with this statement when compared to
African Americans (3.9 vs. 3.5; p<.001) and multi-racial respondents (3.9
vs. 3.6; p=.019).
= Supervisors agreed more strongly with this statement when compared to
non-supervisors (4.0 vs. 3.7; p<.001).

Regression analysis indicates that the following variables have the strongest
impact on this question after controlling for other independent variables in the
model:

= Supervisors, compared to non-supervisors, agreed more strongly.

54.0% of respondents agreed or strongly agreed that they are aware of efforts
to share job announcements with racially and ethnically diverse professional
networks.

Statistically significant differences:
=  Whites agreed more strongly with this statement when compared to
African Americans (3.8 vs. 3.5; p=.027) and multi-racial respondents (3.8
vs. 3.4; p=.007).
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Regression analysis indicates that the following variables have the strongest
impact on this question after controlling for other independent variables in the
model:

= Supervisors, compared to non-supervisors, agreed more strongly.

59.5% of respondents agreed or strongly agreed that in addition to hiring the
best qualified candidates, racial equity should be considered in the hiring
process.

Statistically significant differences:

= African Americans agreed more strongly with this statement when
compared to Asian Americans (4.2 vs. 3.8; p=.024) and whites (4.2 vs. 3.7,
p=.002).

= Females agreed more strongly with this statement when compared to
males (4.1 vs. 3.6; p<.001).

= Non-represented employees agreed more strongly with this statement
when compared to represented employees (4.0 vs. 3.2; p<.001).

= Respondents from Corporate/Central Services agreed more strongly with
this statement when compared to respondents from Aviation (3.9 vs. 3.5;
p<.001).

= Respondents from Maritime agreed more strongly with this statement
when compared to respondents from Aviation (3.9 vs. 3.5; p<.001).

=  Respondents from Economic Development agreed more strongly with
this statement when compared to respondents from Aviation (4.3 vs. 3.5;
p<.001).

Regression analysis indicates that the following variables have the strongest
impact on this question after controlling for other independent variables in the
model:

=  African Americans, compared to whites, agreed more strongly.

= Males, compared to females, disagreed more strongly.

= Supervisors, compared to non-supervisors, agreed more strongly.

= Represented employees, compared to non-represented employees,

disagreed more strongly.
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Promotions:

62.8% of respondents agreed or strongly agreed that an internal talent pipeline
with diverse participants would help to increase Black, Indigenous and People of
Color representation in leadership positions.

Statistically significant differences:

= African Americans agreed more strongly with this statement when
compared to whites (4.3 vs. 4.0; p=.018).

= Females agreed more strongly with this statement when compared to
males (4.2 vs. 3.9; p<.001).

= Non-represented employees agreed more strongly with this statement
when compared to represented employees (4.2 vs. 3.5; p<.001).

= Respondents from Corporate/Central Services agreed more strongly with
this statement when compared to respondents from Aviation (4.2 vs. 3.8;
p<.001).

= Respondents from Maritime agreed more strongly with this statement
when compared to respondents from Aviation (4.0 vs. 3.8; p=.041).

= Respondents who had been at the Port between 0 — 5 years agreed more
strongly with this statement when compared to respondents who had
been with the Port between 16 — 20 years (4.0 vs. 3.7; p=.003).

= Respondents who had been at the Port between 6 — 10 years agreed
more strongly with this statement when compared to respondents who
had been with the Port between 16 — 20 years (4.0 vs. 3.7; p=.028).

Regression analysis indicates that the following variables have the strongest
impact on this question after controlling for other independent variables in the
model:
=  African Americans, compared to whites, agreed more strongly.
= Represented employees, compared to non-represented employees,
disagreed more strongly.
= Longer employment at the Port is related to stronger disagreement on
this issue.

17



55.7% of respondents agreed or strongly agreed that in addition to focusing on
the selection of the best qualified candidate, racial equity should be involved in

the promotion process to ensure diverse representation in leadership positions.

Statistically significant differences:

African Americans agreed more strongly with this statement when
compared to whites (4.2 vs. 3.7; p<.001).

Females agreed more strongly with this statement when compared to
males (4.0 vs. 3.6; p<.001).

Non-represented employees agreed more strongly with this statement
when compared to represented employees (3.9 vs. 3.2; p<.001).
Respondents from Corporate/Central Services agreed more strongly with
this statement when compared to respondents from Aviation (3.9 vs. 3.5;
p<.001).

Respondents from Maritime agreed more strongly with this statement
when compared to respondents from Aviation (3.8 vs. 3.5; p=.004).
Respondents from Economic Development agreed more strongly with
this statement when compared to respondents from Aviation (4.1 vs. 3.5;
p=.010).

Regression analysis indicates that the following variables have the strongest

impact on this question after controlling for other independent variables in the

model:

African Americans, compared to whites, agreed more strongly.
Represented employees, compared to non-represented employees,
disagreed more strongly.
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Compensation:

51.5% of respondents agreed or strongly agreed that employee pay is fair and
equitable for people with the same or similar jobs who have the same or similar
qualifications regardless of race/ethnicity, gender, age or other diversity

characteristics.

Statistically significant differences:

Whites agreed more strongly with this statement when compared to
Asian Americans (3.9 vs. 3.3; p<.001), African Americans (3.9 vs. 3.0;
p<.001), Hispanic/Latinx (3.9 vs. 3.2; p=.002), Native Hawaiians/Pacific
Islanders (3.9 vs. 3.3; p=.027), and multi-racial respondents (3.9 vs. 3.0;
p<.001).

Males agreed more strongly with this statement when compared to
females (4.0 vs. 3.1; p<.001).

Represented employees agreed more strongly with this statement when
compared to non-represented employees (4.4 vs. 3.3; p<.001).
Respondents from Aviation agreed more strongly with this statement
when compared to respondents from Corporate/Central Services (3.7 vs.
3.5; p=.004) and Maritime (3.7 vs. 3.3; p=.007).

Regression analysis indicates that the following variables have the strongest

impact on this question after controlling for other independent variables in the

model:

African Americans, compared to whites, disagreed more strongly.
Males, compared to females, agreed more strongly.

Represented employees, compared to non-represented employees,
agreed more strongly.
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56.3% of respondents agreed or strongly agreed that they understand the Port's
compensation structure.

Statistically significant differences:

Whites agreed more strongly with this statement when compared to
Asian Americans (3.7 vs. 3.5; p=.045), Native Hawaiians/Pacific Islanders
(3.7 vs. 3.0; p=.009), and multi-racial respondents (3.7 vs. 3.3; p=.003).
Hispanic/Latinx agreed more strongly with this statement when
compared to Native Hawaiians/Pacific Islanders (3.9 vs. 3.0; p=.004), and
multi-racial respondents (3.9 vs. 3.3; p=.009).

Males agreed more strongly with this statement when compared to
females (3.8 vs. 3.3; p<.001).

Supervisors agreed more strongly with this statement when compared to
non-supervisors (3.7 vs. 3.5; p=.013).

Represented employees agreed more strongly with this statement when
compared to non-represented employees (3.7 vs. 3.5; p=.044).
Respondents who had been at the Port between 16 - 20 years agreed
more strongly with this statement when compared to respondents who
had been with the Port between 0 —5 years (3.8 vs. 3.5; p=.028).
Respondents who had been at the Port more than 20 years agreed more
strongly with this statement when compared to respondents who had
been with the Port between 0 — 5 years (3.8 vs. 3.6; p=.013) and 6 — 10
years (3.8 vs. 3.5; p=.049).

Regression analysis indicates that the following variables have the strongest

impact on this question after controlling for other independent variables in the

model:

Males, compared to females, agreed more strongly.
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Staff Development:

76.0% of respondents agreed or strongly agreed that they are encouraged to
develop themselves professionally through trainings, PortAbility, or other
learning opportunities.

Statistically significant differences:

Whites agreed more strongly with this statement when compared to
African Americans (4.2 vs. 4.0; p=.032), and multi-racial respondents (4.2
vs. 3.9; p=.002).

Supervisors agreed more strongly with this statement when compared to
non-supervisors (4.2 vs. 4.1; p=.034).

Non-represented employees agreed more strongly with this statement
when compared to represented employees (4.2 vs. 3.8; p<.001).
Respondents from Corporate/Central Services agreed more strongly with
this statement when compared to respondents from Aviation (4.2 vs. 4.0;
p=.003).

Respondents from Economic Development agreed more strongly with
this statement when compared to respondents from Aviation (4.6 vs. 4.0;
p=.004).

Regression analysis indicates that the following variables have the strongest

impact on this question after controlling for other independent variables in the

model:

Represented employees, compared to non-represented employees,
disagreed more strongly.
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51.5% of respondents agreed or strongly agreed that they have time in their
schedule to pursue professional development opportunities that are of interest
to them.

Statistically significant differences:
= Males agreed more strongly with this statement when compared to
females (3.5 vs. 3.3; p=.020).
= Non-supervisors agreed more strongly with this statement when
compared to supervisors (3.5 vs. 3.2; p<.001).
= Non-represented employees agreed more strongly with this statement
when compared to represented employees (3.1 vs. 3.3; p=.045).

Regression analysis indicates that the following variables have the strongest
impact on this question after controlling for other independent variables in the
model:

= Supervisors, compared to non-supervisors, disagreed more strongly.

Contracting and use of Women and Minority-Owned Businesses:

29.6% of respondents worked on contracting and use of Women and Minority-
Owned Businesses.

64.8% of respondents who work on contracting and use of Women and
Minority-Owned Businesses agreed or strongly agreed that supplier racial equity
and diversity best practices have been implemented.

Statistically significant differences:

=  Whites agreed more strongly with this statement when compared to
African Americans (4.0 vs. 3.1; p<.001).

= Asian Americans agreed more strongly with this statement when
compared to African Americans (3.7 vs. 3.1; p=.028).

= Respondents from Economic Development agreed more strongly with
this statement when compared to respondents from Aviation (4.4 vs. 3.9;
p=.038) and Maritime (4.4 vs. 3.5; p=.002).
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= Respondents from Corporate/Central Services agreed more strongly with
this statement when compared to respondents from Maritime (3.9 vs.
3.5; p=.016).

= Respondents from Aviation agreed more strongly with this statement
when compared to respondents from Maritime (3.9 vs. 3.5; p=.047).

Regression analysis indicates that the following variables have the strongest
impact on this question after controlling for other independent variables in the
model:

= African Americans, compared to whites, disagreed more strongly.

70.6% of respondents who work on contracting and use of Women and
Minority-Owned Businesses agreed or strongly agreed that they are aware of
and can access a list of minority and women-owned businesses that can serve as
potential business partners.

Statistically significant differences:
= Respondents from Economic Development agreed more strongly with
this statement when compared to respondents from Aviation (4.5 vs. 3.9;
p=.034) and Maritime (4.5 vs. 3.6; p=.007).
= Respondents from Corporate/Central Services agreed more strongly with
this statement when compared to respondents from Maritime (4.1 vs.
3.6; p=.008).

Regression analysis indicates that the following variables have the strongest
impact on this question after controlling for other independent variables in the
model:
= Asian Americans, compared to whites, disagreed more strongly.
= Represented employees, compared to non-represented employees,
disagreed more strongly.
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66.7% of respondents who work on contracting and use of Women and
Minority-Owned Businesses agreed or strongly agreed that equity goals have
been set to assess the efficacy of working with minority and women-owned
businesses.

Statistically significant differences:

=  Whites agreed more strongly with this statement when compared to
African Americans (4.2 vs. 3.6; p=.022) and Asian Americans (4.2 vs. 3.7;
p=.009).

= Respondents from Corporate/Central Services agreed more strongly with
this statement when compared to respondents from Aviation (4.3 vs. 3.8;
p<.001) and Maritime (4.3 vs. 3.6; p<.001).

= Respondents from Economic Development agreed more strongly with
this statement when compared to respondents from Aviation (4.5 vs. 3.8;
p<.001) and Maritime (4.5 vs. 3.6; p=.005).

Regression analysis indicates that the following variables have the strongest
impact on this question after controlling for other independent variables in the
model:
= Represented employees, compared to non-represented employees,
disagreed more strongly.

68.4% of respondents who work on contracting and use of Women and
Minority-Owned Businesses agreed or strongly agreed that a concerted effort is
made to procure goods/services from underrepresented suppliers.

Statistically significant differences:

=  Whites agreed more strongly with this statement when compared to
African Americans (4.2 vs. 3.1; p<.001), Asian Americans (4.2 vs. 3.7;
p=.011) and multi-racial respondents (4.2 vs. 3.7; p=.020).

= Asian Americans agreed more strongly with this statement when
compared to African Americans (3.7 vs. 3.1; p=.041).

= Hispanic/Latinx agreed more strongly with this statement when
compared to African Americans 4.3 vs. 3.1; p=.003).

= Respondents from Aviation agreed more strongly with this statement
when compared to respondents from Maritime (4.0 vs. 3.5; p=.014).
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Respondents from Economic Development agreed more strongly with
this statement when compared to respondents from Aviation (4.5 vs. 4.0;
p=.043) and Maritime (4.5 vs. 3.5; p<.001).

Respondents from Corporate/Central Services agreed more strongly with
this statement when compared to respondents from Maritime (4.2 vs.
3.5; p<.001).

Regression analysis indicates that the following variables have the strongest

impact on this question after controlling for other independent variables in the

model:

African Americans, compared to whites, disagreed more strongly.

Personal experiences and satisfaction:

57.6% of respondents agreed or strongly agreed that they feel comfortable

talking openly about issues related to diversity, equity and inclusion at the Port

of Seattle.

Statistically significant differences:

Whites agreed more strongly with this statement when compared to
multi-racial respondents (3.6 vs. 3.3; p=.021).

Females agreed more strongly with this statement when compared to
males (3.7 vs. 3.5; p=.030).

Respondents from Economic Development agreed more strongly with
this statement when compared to respondents from Aviation (4.3 vs. 3.3;
p<.001), Corporate/Central Services (4.3 vs. 3.7; p=.015) and Maritime
(4.3 vs. 3.6; p=.014).

Respondents from Corporate/Central Services agreed more strongly with
this statement when compared to respondents from Aviation (3.7 vs. 3.3;
p<.001).

Respondents from Maritime agreed more strongly with this statement
when compared to respondents from Aviation (3.6 vs. 3.3; p=.020).

Regression analysis indicates that the following variables have the strongest

impact on this question after controlling for other independent variables in the

model:
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African Americans and Asian Americans, compared to whites, disagreed
more strongly.

Supervisors, compared to non-supervisors, agreed more strongly.
Represented employees, compared to non-represented employees,
disagreed more strongly.

50.7% of respondents agreed or strongly agreed that they are satisfied that any
conflicts at the Port of Seattle related to diversity, equity and inclusion issues
would be addressed appropriately.

Statistically significant differences:

Whites agreed more strongly with this statement when compared to
African Americans (3.6 vs. 3.0; p<.001) and multi-racial respondents (3.6
vs. 3.1; p=.002).

Asian Americans agreed more strongly with this statement when
compared to African Americans (3.5 vs. 3.0; p=.003).

Males agreed more strongly with this statement when compared to
females (3.6 vs. 3.3; p=.007).

Respondents from Economic Development agreed more strongly with
this statement when compared to respondents from Aviation (4.2 vs. 3.3;
p<.001), Corporate/Central Services (4.2 vs. 3.5; p=.004) and Maritime
(4.2 vs. 3.3; p<.001).

Respondents who had been at the Port 0 — 5 years agreed more strongly
with this statement when compared to respondents who had been with
the Port between 11 — 15 years (3.6 vs. 3.3; p=.013) and 16 — 20 years
(3.6 vs. 3.2; p=.018).

Regression analysis indicates that the following variables have the strongest

impact on this question after controlling for other independent variables in the

model:

African Americans, compared to whites, disagreed more strongly.
Males, compared to females, agreed more strongly.

Longer employment at the Port is related to stronger disagreement on
this issue.
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80.0% of respondents agreed or strongly agreed that if they or someone else
were experiencing racial/ethnic discrimination at the Port of Seattle, they would
communicate to their supervisor or a person in leadership.

Statistically significant differences:

= Whites agreed more strongly with this statement when compared to
Asian Americans (4.5 vs. 4.1; p<.001), African Americans (4.5 vs. 3.9;
p<.001), Hispanic/Latinx (4.5 vs. 4.1; p=.037), Native Hawaiian/Pacific
Islander (4.5 vs. 3.9; p=.004) and multi-racial respondents (4.5 vs. 3.9;
p<.001).

= Supervisors agreed more strongly with this statement when compared to
non-supervisors (4.4 vs. 4.2; p=.002).

= Non-represented employees more strongly agreed with this statement
when compared to represented employees (4.3 vs. 4.1; p=.023).

=  Respondents from Economic Development agreed more strongly with
this statement when compared to respondents from Aviation (4.7 vs. 4.1;
p=.010).

= Respondents from Corporate/Central Services agreed more strongly with
this statement when compared to respondents from Aviation (4.4 vs. 4.1;
p=.001).

Regression analysis indicates that the following variables have the strongest
impact on this question after controlling for other independent variables in the
model:
= African Americans and Asians, compared to whites, disagreed more
strongly.
= Supervisors, compared to non-supervisors, agreed more strongly.
= Represented employees, compared to non-represented employees,
disagreed more strongly.
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Findings from regression analysis by question

Work Culture

/" indicates stronger
agreement

J indicates stronger
disagreement
(compared to reference

group)

Black, Indigenous
and People of Color
cultural (BIPOC)
identities and
expressions are
respected through
words and actions.

The opinions of
BIPOC are sought
out, valued and
fully considered
when making
decisions.

Leaders encourage
and facilitate open
dialogue about

racial/ethnic issues.

Asian American

African American
Hispanic/Latinx

Native Hawaiian/Pacific
Islander

White (reference group)
Multi-Racial

Male
Female (reference group)

Supervisor
Non-Supervisor (reference
group)

Represented
Non-Represented

(reference group)

More years at Port

N
N
N
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Operations and Processes

/" indicates stronger agreement
J indicates stronger
disagreement

(compared to reference group)

Participation in Office of
Equity, Diversity and
Inclusion programs to
normalize racial equity
(e.g., Book Clubs, Racial
Caucuses) is encouraged.

Work-related projects
and/or assignments are
periodically evaluated in
terms of their impact on
racial equity.

Asian American

African American
Hispanic/Latinx

Native Hawaiian/Pacific Islander
White (reference group)
Multi-Racial

Male
Female (reference group)

Supervisor
Non-Supervisor (reference group)

Represented
Non-Represented (reference group)

More years at Port

N
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Engagement with
communities and
external
stakeholders

/" indicates
stronger agreement
J indicates
stronger
disagreement
(compared to
reference group)

There is an
interest in
developing and
maintaining
strong, authentic,
mutually
respectful
relationships with
Black,
Indigenous, and
people of color
(BIPOC)
organizations in
the region.

BIPOC-led
organizations are
treated with
respect, dignity and
are encouraged to
engage as full
partners involved in
decision-making
processes when
working on Port
issues.

Cultural and
linguistic
competency
is a core
component
when they do
outreach to
external
communities.

Money is allocated
to engage with
racially diverse
communities (i.e.,
translations,
interpreters, space
for community
meetings,
compensation of
community
members for their
time).

Asian American
African American
Hispanic/Latinx
Native
Hawaiian/Pacific
Islander

White (reference

group)
Multi-Racial

Male
Female (reference
group)

Supervisor
Non-Supervisor
(reference group)

Represented
Non-Represented

(reference group)

More years at Port

N
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Hiring

/" indicates stronger
agreement

J indicates stronger
disagreement
(compared to reference

group)

Aware of efforts
to partner with
HR to advertise
open jobs widely.

Aware of efforts to
share job
announcements with
racially and ethnically
diverse professional
networks.

In addition to
hiring the best
qualified
candidates, racial
equity should be
considered in the
hiring process.

Asian American

African American
Hispanic/Latinx

Native Hawaiian/Pacific
Islander

White (reference group)
Multi-Racial

Male
Female (reference group)

Supervisor
Non-Supervisor (reference
group)

Represented
Non-Represented

(reference group)

More years at Port
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Promotions

/" indicates stronger agreement
J indicates stronger
disagreement

(compared to reference group)

An internal talent pipeline
with diverse participants
would help to increase
Black, Indigenous and
People of Color
representation in
leadership positions.

In addition to focusing on
the selection of the best
qualified candidate, racial
equity should be involved
in the promotion process
to ensure diverse
representation in
leadership positions.

Asian American

African American
Hispanic/Latinx

Native Hawaiian/Pacific Islander
White (reference group)
Multi-Racial

Male
Female (reference group)

Supervisor
Non-Supervisor (reference group)

Represented
Non-Represented (reference group)

More years at Port

™
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Compensation

/ indicates stronger agreement
J indicates stronger
disagreement

(compared to reference group)

Employee pay is fair and Understand the Port's

equitable for people with  compensation structure.

the same or similar jobs
who have the same or
similar qualifications
regardless of
race/ethnicity, gender, age
or other diversity
characteristics.

Asian American

African American
Hispanic/Latinx

Native Hawaiian/Pacific Islander
White (reference group)
Multi-Racial

Male
Female (reference group)

Supervisor
Non-Supervisor (reference group)

Represented
Non-Represented (reference group)

More years at Port

N
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Staff Development

/" indicates stronger agreement
J indicates stronger
disagreement

(compared to reference group)

Encouraged to develop
themselves professionally
through trainings,
PortAbility, or other
learning opportunities.

Have time in their
schedule to pursue
professional development
opportunities that are of
interest to them.

Asian American

African American
Hispanic/Latinx

Native Hawaiian/Pacific Islander
White (reference group)
Multi-Racial

Male
Female (reference group)

Supervisor
Non-Supervisor (reference group)

Represented
Non-Represented (reference group)

More years at Port
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Contracting and

use of Women and

Minority-Owned
Businesses

M indicates
stronger
agreement

J indicates
stronger
disagreement
(compared to
reference group)

Supplier racial
equity and
diversity best
practices have

implemented.

Aware of and
can access a

list of

minority and

women-
owned
businesses
that can
serve as
potential
business
partners.

Equity goals
have been set
to assess the
efficacy of
working with
minority and
women-owned
businesses.

A concerted effort
is made to
procure
goods/services
from
underrepresented
suppliers.

Asian American
African American
Hispanic/Latinx
Native
Hawaiian/Pacific
Islander

White (reference

group)
Multi-Racial

Male
Female (reference
group)

Supervisor
Non-Supervisor
(reference group)

Represented
Non-Represented

(reference group)

More years at Port

N
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Personal experiences
and satisfaction

/" indicates stronger
agreement

J indicates stronger
disagreement
(compared to reference

group)

Feel comfortable
talking openly
about issues
related to
diversity, equity
and inclusion at
the Port of Seattle.

Are satisfied that
any conflicts at the
Port of Seattle
related to diversity,
equity and inclusion
issues would be
addressed
appropriately.

If they or someone
else were
experiencing
racial/ethnic
discrimination at
the Port of Seattle,
they would
communicate to
their supervisor or a
person in
leadership.

Asian American

African American
Hispanic/Latinx

Native Hawaiian/Pacific
Islander

White (reference group)
Multi-Racial

Male
Female (reference group)

Supervisor
Non-Supervisor (reference
group)

Represented
Non-Represented

(reference group)

More years at Port

N
N
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Findings from regression analysis by group (in alphabetical order)

African Americans (compared to whites)

More strongly disagreed that BIPOC identities and expressions are respected through
words and actions.

More strongly disagreed that opinions of BIPOC are sought out, valued and fully
considered when making decisions.

More strongly disagreed that leaders encourage and facilitate open dialogue about
racial/ethnic issues.

More strongly disagreed that participation in Office of Equity, Diversity and Inclusion
programs to normalize racial equity is encouraged.

More strongly disagreed that there is an interest in developing and maintaining strong,
authentic, mutually respectful relationships with BIPOC organizations in the region.

More strongly disagreed that BIPOC-led organizations are treated with respect, dignity
and encouraged to engage as full partners involved in decision-making processes when
working on Port issues.

More strongly disagreed that cultural and linguistic competency is a core component
when they do outreach to external communities.

More strongly disagreed that money is allocated to engage with racially diverse
communities.

More strongly agreed that in addition to hiring the best qualified candidates, racial
equity should be considered in the hiring process.

More strongly agreed that an internal talent pipeline with diverse participants would
help to increase BIPOC representation in leadership positions.

More strongly agreed that in addition to focusing on the selection of the best qualified
candidate, racial equity should be involved in the promotion process to ensure diverse
representation in leadership positions.

More strongly disagreed that employee pay is fair and equitable for people with the
same or similar jobs who have the same or similar qualifications regardless of
race/ethnicity, gender, age, or other diversity characteristics.

More strongly disagreed that supplier racial equity and diversity best practices have
been implemented.
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More strongly disagreed that a concerted effort has been made to procure
goods/services from underrepresented suppliers.

More strongly disagreed that they feel comfortable talking openly about issues related
to diversity, equity and inclusion at the Port of Seattle.

More strongly disagreed that they are satisfied that any conflicts at the Port of Seattle
related to diversity, equity and inclusion issues would be addressed appropriately.

More strongly disagreed that if they or someone else were experiencing racial/ethnic
discrimination at the Port of Seattle, they would communicate to their supervisor or a
person in leadership.

Asian Americans (compared to whites)

More strongly disagreed that BIPOC identities and expressions are respected through
words and actions.

More strongly disagreed that opinions of BIPOC are sought out, valued and fully
considered when making decisions.

More strongly disagreed that BIPOC-led organizations are treated with respect, dignity
and encouraged to engage as full partners involved in decision-making processes when
working on Port issues.

More strongly disagreed that they are aware of and can access a list of minority and
women-owned businesses that can serve as potential business partners.

More strongly disagreed that they feel comfortable talking openly about issues related
to diversity, equity and inclusion at the Port of Seattle.

More strongly disagreed that if they or someone else were experiencing racial/ethnic
discrimination at the Port of Seattle, they would communicate to their supervisor or a
person in leadership.

Hispanic/Latinx (compared to whites)

More strongly disagreed that BIPOC identities and expressions are respected through
words and actions.

38



Males (compared to females)

More strongly agreed that BIPOC identities and expressions are respected through
words and actions.

More strongly agreed that opinions of BIPOC are sought out, valued and fully considered
when making decisions.

More strongly agreed that leaders encourage and facilitate open dialogue about
racial/ethnic issues.

More strongly agreed that BIPOC-led organizations are treated with respect, dignity and
encouraged to engage as full partners involved in decision-making processes when
working on Port issues.

More strongly disagreed that in addition to hiring the best qualified candidates, racial
equity should be considered in the hiring process.

More strongly agreed that employee pay is fair and equitable for people with the same
or similar jobs who have the same or similar qualifications regardless of race/ethnicity,
gender, age, or other diversity characteristics.

More strongly agreed that they understand the Port’s compensation structure.

More strongly agreed that they are satisfied that any conflicts at the Port of Seattle
related to diversity, equity and inclusion issues would be addressed appropriately.

Represented employees (compared to non-represented employees)

More strongly disagreed that leaders encourage and facilitate open dialogue about
racial/ethnic issues.

More strongly disagreed that participation in Office of Equity, Diversity and Inclusion
programs to normalize racial equity is encouraged.

More strongly disagreed that work-related projects and/or assignments are periodically
evaluated in terms of their impact on racial equity.

More strongly disagreed that in addition to hiring the best qualified candidates, racial
equity should be considered in the hiring process.

More strongly disagreed that an internal talent pipeline with diverse participants would
help to increase BIPOC representation in leadership positions.
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More strongly disagreed that in addition to focusing on the selection of the best
qualified candidate, racial equity should be involved in the promotion process to ensure
diverse representation in leadership positions.

More strongly agreed that employee pay is fair and equitable for people with the same
or similar jobs who have the same or similar qualifications regardless of race/ethnicity,
gender, age, or other diversity characteristics.

More strongly disagreed that they are encouraged to develop themselves professionally
through trainings, PortAbility or other learning opportunities.

More strongly disagreed that they are aware of and can access a list of minority and
women-owned businesses that can serve as potential business partners.

More strongly disagreed that equity goals have been set to assess the efficacy of
working with minority and women-owned businesses.

More strongly disagreed that they feel comfortable talking openly about issues related
to diversity, equity and inclusion at the Port of Seattle.

More strongly disagreed that if they or someone else were experiencing racial/ethnic
discrimination at the Port of Seattle, they would communicate to their supervisor or a
person in leadership.

Supervisors (compared to non-supervisors)

More strongly agreed that they are aware of efforts to partner with HR to advertise
open jobs widely.

More strongly agreed that they are aware of efforts to share job announcements with
racially and ethnically diverse professional networks.

More strongly agreed that in addition to hiring the best qualified candidates, racial
equity should be considered in the hiring process.

More strongly disagreed that they have time in their schedule to pursue professional
development opportunities that are of interest to them.

More strongly agreed that they feel comfortable talking openly about issues related to
diversity, equity and inclusion at the Port of Seattle.

More strongly agreed that if they or someone else were experiencing racial/ethnic
discrimination at the Port of Seattle, they would communicate to their supervisor or a
person in leadership.
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Years at the Port of Seattle

e Disagreement that an internal talent pipeline with diverse participants would help to
increase BIPOC representation in leadership positions increases with years at the Port.

e Disagreement that they are satisfied that any conflicts at the Port of Seattle related to
diversity, equity and inclusion issues would be addressed appropriately increases with
years at the Port.
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Methodology

The survey was conducted between April 29 — May 27th, 2021. The purpose of this survey was
to learn about Port employees’ perceptions concerning equity, diversity and inclusion related to
Port work culture, operations and processes, engagement with external stakeholders and
WMBE, hiring, promotion, compensation, staff development and personal experiences. The
survey was developed by OEDI with feedback from Business Intelligence.

The survey was disseminated across the Port to be completed online using Qualtrics and, for
those with limited computer access, as a paper survey. A total of 50 paper surveys were
completed and sent back to OEDI. Responses from the paper surveys were entered into
Qualtrics. Note: Two of the paper surveys were received after the deadline. The open-ended
comments from these surveys were included in this report. However, as the quantitative
analysis had already begun, the quantitative data from these two surveys was not included in
this report.

A total of 1,306 Port employees completed the survey at least partially (approx. 60% response
rate).

Analysis

All responses were measured on a scale of strongly disagree (1), somewhat disagree (2), neither
agree nor disagree (3), somewhat agree (4) and strongly agree (5). Thus, scores range from 1 —
5, with higher scores indicating greater agreement with the question.

T-tests and one-way ANOVAs were conducted to assess whether the differences in mean scores
between groups were statistically significant. These tests were conducted to assess differences
between racial groups, males and females, supervisors and non-supervisors, represented and
non-represented employees, employees in different divisions, and based on employees’ years
at the Port.

Regression analysis was conducted to examine which variables have the greatest impact on
qguestions of interest. The independent variables that were included in the analysis were
gender, race, representation, supervisor, and years at the Port.

Limitations

One of the limitations of the study is that, even though the study achieved a 60% response rate,
the respondents may not be representative of Port employees. Employees with more favorable
views of diversity, equity and inclusion and the topic and purpose of the survey may have been
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more likely to take the survey or complete the survey in its entirety. When compared to overall
Port employee characteristics, the following groups are underrepresented in this study: males,
more recent hires (0 — 5 years), non-supervisors, and represented individuals.

It is also noteworthy that there was attrition when it came to the completion of questions
about demographics and personal characteristics at the end of the survey. A total of 1,296
respondents answered the first set of survey questions about work culture, compared to 1,120
who reported their gender, and 1,053 who reported their race/ethnicity. One potential
explanation may be that respondents dropped out of the survey prior to getting to these
guestions or they perceived these questions to be sensitive and did not want to respond.

Some groups were too small for in-depth analysis, including off-shift employees, part-time

employees, and employees who identified as non-binary (gender), Middle Eastern/North
African, and American Indian/Alaskan Native.
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Respondent Characteristics

What is your Division?

Ress:)j::z Overall Port*
% n %
Aviation 51.4 586 52.4%
Corporate/Central Services 33.2 379 34.8%
Maritime 12.8 146 11.5%
Economic Development 2.6 30 1.3%
*Note: numbers vary by day.
What is your racial group? Check all that apply.
Note: Out of 1,306 respondents, 1053 reported on their race.
Survey Overall
Responses Port
% n %
American Indian/Alaskan Native** 1.1 14 .9
Asian American 9.8 128 10.3
Black/African American 7.6 99 8.3
Hispanic/Latinx 34 44 5.6
MENA- Middle Eastern North African** .8 11 n/a
Native Hawaiian/Other Pacific Islander 2.5 32 2.5
White 49.3 644 51.4
Not reported 19.3 253 16.6
Multi-racial 6.1 80 4.3
Other*, ** .08 1 n/a

*Whenever possible “other” were recoded into the above categories.

**These groups were too small for further analysis.
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What is your gender identity?

Survey Overall

Responses Port

% n %

Male 57.4 643 67.1
Female 37.4 419 32.9
Non-binary 1.4 16* -
Other 3.8 42%* -

*Respondents who identified as non-binary were excluded from further analyses as the number was too

small.

**Respondents who identified as other were excluded from further analyses as this group represents

primarily individuals who did not want to answer this question.

Other included:
e Cis Gender Male

e Does it matter? or my color? Don't judge.

e Doesn't matter (n=3)

e Gender Fluid They/She

e Human

e |ntransitionMto F
e [t shouldn't matter
e n/a

e None

e Not germane (n=2)

e Not your business, stop asking.

e Please stop asking.

e Prefer not to answer (n=3)

e Unspecified
e Vaccinated

e What difference does it make?

e You are born either male or female. That is how God made us.
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Do you identify as transgender?*

Survey

Responses

% n

Yes .6 7
No 92.9 1056
Prefer not to answer 6.5 74

*The number of respondents who identified as transgender is too small for further analysis.

Are there any other ways that you identify that you would like to share?

Human male

50 years old

60 years of age and a Vet.

A human being

African American

Again, | cannot believe you are asking this transgender question. Do you realize out of
326,000,000 Million Americans only 1.2 million of them claim to be transgender in 2020? Why
are even asking when 99.997% of Americans DO NOT have this Transgender designation?
Age

Age and position seem to matter a little too much at the Port for a public agency.
American

Another unimportant inquiry

As an American slave descendant.

Bisexual

Bisexual. Non Neurotypical.

Cat Mom.

Child-free by choice

Christian and Baby Boomer

Cisgender - LGBTQ Ally

Disabled

Disabled veteran (n=2)

Equitable compensations and equal opportunities to get promoted to the leadership positions.
People of color faced skepticism, retaliation, and harassment from the manager(s). HR needs to
prevent these bad behaviors, resolve conflicts, and support the people of color. In the past,
they gave up fighting for their rights and justice. It's time to change.

Father, Provider, Veteran,

First generation
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Gay (n=2)

Gay with kids

Gay, first generation Asian-American, child of refugees.

Gay, white, cis male

Generally, surveys at the Port of the Seattle take way to long for post survey feedback/follow
up. If you want to affect change get information to groups quicker. After this survey is over get
information to groups within one month or you will start to lose your audience. Participants will
forget how they answered, what this was even about, or doubt management really cares.

Hard worker, underrepresented, unspoken majority, silenced by work.

Hetero Male and LGBTQIA+

History has been written by conquerors not the conquered, refusing to acknowledge an entire
people of their hereditary rights only adds to further discrimination against people. Drawing
lines in the sand only creates division. We Are All Human

Human

Human with red blood. Nice to most people.

Human, | don’t believe in labeling. We are all human. Everyone should be treated equal
regardless of their race, color, religious beliefs, gender or how they identify. Pay should be
based strictly on that individual’s performance, nothing else.

Human, plain and simple . ..

Human, religious, caring, honest, fair, equitable, realistic, objective

| am a disabled gay man

| am a female, and find the gender pronoun sharing to be a very egregious and uncomfortable
practice. For some this is a religious issue and | would not want to see this a mandatory practice.
Please ensure that it remains voluntary.

| am a human being.

| AM A PERSON THAT WORKS WELL AND PROFESSIONAL WITH EACH OTHERS..

I am an enrolled member of the Yakama Nation; however, from outward appearances, | look like
your average Caucasian male. My struggle is real.

I am human, a spouse, a parent, a family member, and a friend...these are my most important
identities.

| am part of the LGBTQ community and | don’t see a lot of representation around that in the
Port.

| believe in biology. There are only two genders: Male and Female. | respect, accept and am
willing to work alongside with those that choose otherwise but | cannot accept them as a gender
other than previously stated.

| do not share my gender, race, or sexual identity because | think it further fuels the checklist
approach to diversity the Port is investing in.

| don’t want to be labeled using arbitrary physical or mental characteristics.

| find it disturbing how much emphasis is placed on skin color. Most of the Port employees |
know believe that places people into caucuses and segregating people based on skin color only
servers to perpetuate the problem. Can someone explain to me what it means to be Black or
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Indigenous or be a Person of Color? There is no pure black race or indigenous race. There is
one race--the human race.

| identify as an American with disabilities.

| like how you have African American, Asian, and so on but then just "white" no Caucasian or
indigenous European or Anglo Saxon? Shows something to me.

| prefer privacy.

| think it is a tough time and rage bating on social media and the press are making it worse. The
best way forward is not to participate in either. Cooler heads usually get things done and not
listening because you disagree helps no one.

| was undocumented most of my life, | only became a citizen last year. When | graduated high
school, | was accepted to 5 universities, and was awarded a full ride scholarship to the school |
wanted to attend. The university took it away when they found out | was undocumented, | was
crushed and could not afford school. | have no college degree. Being able to reach those better
positions is so much harder for us. Taking into consideration equity, diversity, and inclusion to
hiring roles and pay is crucial to this organization's success.

| would like to identify as a human being on the planet earth with the hope that when we see
we are all one we will do the work to build a sustainable future.

I'd suggest considering immigration/refugee status, since it is another label that often gets
attached to people.

I'm good, appreciate the preservation of anonymity in the survey.

I'm not offering statistics about my identity because | don't want my comments to be potentially
discounted because | belong to a select group of people.

I'm old. 57

I'm proud of my Anglo-Saxon heritage and it should be celebrated here at the Port like any other
heritage. Or celebrate no heritages at all.

Identity is socially negotiated and infinitely complex. The identify that matters most at work is
your professional identity, how you treat your colleagues, the substance of your work, your
ideas and how you share them, etc. | don't walk around wondering what | am or whether I'd be
more comfortable or powerful if | was known as an X. | find that kind of thinking an indication of
neurosis and deeply seated narcissism.

It's clear where the issues are when you look at the food chain at the Port. A white gay man can
still be prejudged when it comes to woman and non-white people. Hiring a white gay woman
and not interviewing a black man for a job that he had in the past for over 2 decades... and HR
says nothing. That's the same problem we have always had. Managers that are not held
accountable to any of their actions and HR (another white male) not doing anything. Look into
WHO applied and WHO was interviewed for the NOISE INSULATION MANAGER position that was
just posted THIS FEB!!

Jewish

LBGTQ,(n=2)

Lesbian

LGBT
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LGBTQ, Veteran

Military Veteran

Mixed race marriage with mixed race children, multiple protected classes. Multiple cultural
backgrounds, college educated, At least 15 foreign country experiences at the lower economic
scale, as well as upper scales. | have slept on dirt floors in many countries as well as 5 star
hotels. Son of hard-working divorced parents. | have seen the good and bad in the world. |
have worked as a Nurse in nursing homes and as an EMT and Firefighter, | have seen people at
their worst and their best. Lately | have seen a lot of the worst.

Most of these questions are private and have NOTHING to do with work.

Muslim

My Name.

Old timer - 28 yrs at the Port - we have lots of baggage to offload and not hinder our experience.
Over 20+ years of working at the Port.

Over 60, passed over on emergency schedule of 2020 putting 3 probationary employees on the
schedule and effectively using up all 12 weeks of FMLA in 3 months that had to last for a full
year. Being asked repeatedly "when are you retire ring?" After 9+ years working here I'm looking
at where my next job will be.

Pansexual/non-monogamous

Person of color w/handicap.

Pronoun "per"

Queer

Queer Woman

Queer, Jewish, invisibly disabled

Really Old

Russian

She/Her

She/Her but gender non-conforming. | present masculine of center and frequently people are
confused as to my gender. Which makes for uncomfortable interactions with some and outright
discrimination from a few.

Small woman owned business who is contracted with port.

Some port-wide initiatives don't necessarily reach departmental level, past compass and
surveys.

Stop asking dumb questions.

Thank you for allowing us to comment and share our opinions.

The "white" box doesn't really say anything. And so many people nowadays don't know their
background. example is white German? is it Swedish? | think we should all say "human"

There is no such thing as race. There is only the human species. Race is a fictional idea used to
divide the specie. Only by having mixed children can we destroy racism. Anything else is a
band-aid. Time to date someone of another color. Anything else is lip-service. Blacks marry
Asians, Asians marry Whites, Whites marry Blacks. Only when all features and skin tones
become universal, will we be free of this. Signed The Mulatto Guy.
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There is ONLY 2 Genders by the bible....Male and Female. To even ask the transgender question
is astonishing. You are trying to create change for 0.6% of the united states. Yes Only 1 million of
the 320,000,00 million Americans identified as Transgender in 2020. WHY DO YOU FORCE
THIS ON US?

There is only two genders per genetics and the bible.

There's no room for a conservative Black man to state his opinion without getting cancelled. It's
just not safe.

There’re people with degrees and people without degrees, (educated, uneducated) there's rich
people and poor people - do we identify them? Seems we are breaking down people too much.
This is not a college campus. We facilitate air and sea operations. Anything else is background
noise that should be ignored to maintain focus on our mission.

US Veteran

Verbal Picasso

Veteran

White, heterosexual, male

With the Port for 15+ years. Been there, done that, seen that and nothing has changed for the
better for BIPOC's employees. The Port talks a really good talk but in practice is severely lacking.
The Port uses images of BIPOC's to brag about diversity however, the true transparent images
would show how much work the port needs to do in order to really accomplish its EDI goals and
it starts internally.

Working in what used to be a man's field, but over the years more women are CDL holders.
There is still discrimination in recognizing experience level. | have experienced leadership
seeking a male driver's opinion about professional driving issues who has a couple years of
driving experience, yet I've held a CDL for bus driving for over 30 years. | felt like the
assumption was because it was a man, he knew more than me as a woman about the
equipment and road experience. Just saying......

Yes, tons. But no, not right now.

Yes. |identify as an individual, and not as a 'this, that, or any other." This is a workplace
environment. For me, it is not an appropriate place to express my 'personal' anything. That is
for me. | respect others' views and perspectives and they are entitled to them.

n/a (n=3)

No (n=15)
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How long have you worked at the Port?

Survey  Overall

Responses Port

% n %

0—5years 40.8 466 47.1
6 — 10 years 17.9 205 16.8
11-15years 15.4 176 12.9
16 — 20 years 10.0 114 10.4
More than 20 years 15.9 182 12.7

Do you manage or supervise people?

Survey  Overall

Responses Port

% n %

Yes 36.6 418 17.0
No 63.4 725 83.0

Are you...?
Survey  Overall
Responses Port
% n* %
Full-time 99.0 1134 95.7
Part-time 1.0 11 4.3

*Note: The number of respondents who reported working part-time is too small for further analysis.

Are you...?
Survey  Overall
Responses Port
% n* %
Represented 30.1 155 47.0
Non-represented 69.9 360 53.0

*Note: only 515 respondents provided a response.



Are you...?

% n

Off-shift 1.9 25

*Note: The number of respondents who reported working off-shift is too small for further analysis.

176 respondents provided their name/email address at the end of the survey.
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Work Culture

Thinking about where you work at the Port, how strongly do you agree or disagree with the following

statements?
Neither
agree
Strongly Somewhat nor Somewhat Strongly
disagree disagree  disagree agree agree Don't Overall
(1) (2) (3) (4) (5) know* mean
Black, Indigenous and People of
Color cultural (BIPOC) identities
. 4.5% 6.2% 13.7% 27.7% 44.1% 3.9% 4.1
and expressions are respected
through words and actions.
The opinions of BIPOC are
sought out, valued and fully
) . 5.2% 9.0% 20.5% 24.4% 34.2% 6.7% 3.8
considered when making
decisions.
Leaders encourage and facilitate
open dialogue about 7.0% 7.9% 16.5% 26.4% 40.4% 1.8% 3.9
racial/ethnic issues.
*Don’t know responses were excluded from the mean.
Work culture by Division
Corporate/
Central Economic
Aviation Services Maritime  Development
Mean
Black, Indigenous and People of Color cultural
(BIPOC) identities and expressions are respected 4.0 4.2 4.0 4.4
through words and actions.
The opinions of BIPOC are sought out, valued and
. . .. 3.8 3.8 3.8 4.0
fully considered when making decisions.
Leaders encourage and facilitate open dialogue
3.7 4.1 3.9 4.1

about racial/ethnic issues.

53



Work culture by race*

American
Indian/Alaskan
Native American

Asian

Black/
African
American

Hispanic
Latinx

Middle
Eastern

North
African

Native
Hawaiian/
Other
Pacific
Islander

White

Multi-
Racial

Mean

Black,
Indigenous
and People
of Color
cultural
(BIPOC)

identities

4.1 3.8

and
expressions
are
respected
through
words and
actions.
The
opinions of
BIPOC are
sought out,

valued and

3.8 3.5

fully
considered
when
making
decisions.
Leaders
encourage
and
facilitate
open 3.8
dialogue

about

racial/ethnic

issues.

3.8

3.4

3.1

3.1

3.7

34

3.6

4.0

3.3

3.5

3.4

33

3.3

4.3

4.0

41

3.9

3.6

3.6

*The “other” category consisted of 1 respondent after recoding and was not included in the analysis.
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Work culture by gender

Male Female
Mean
Black, Indigenous and People of Color cultural (BIPOC) identities and 42 3.9
expressions are respected through words and actions.
The opinions of BIPOC are sought out, valued and fully considered when 3.9 36
making decisions.
Leaders encourage and facilitate open dialogue about racial/ethnic issues. 3.9 3.9
Work culture by years at Port
More
0-5 6—10 11-15 16-20 than 20
years years years years years
Mean
Black, Indigenous and People of Color
cultural (BIPOC) identities and expressions 4.0 41 41 4.2 3.9
are respected through words and actions.
The opinions of BIPOC are sought out, valued
. . » 3.8 3.9 3.9 3.9 3.6
and fully considered when making decisions.
Leaders encourage and facilitate open
. . . 3.9 3.9 3.9 3.8 3.9
dialogue about racial/ethnic issues.
Work culture by supervisory status
Non-

Supervisor  Supervisor

Mean
Black, Indigenous and People of Color cultural (BIPOC) identities and 41 4.0
expressions are respected through words and actions. ' '
The opinions of BIPOC are sought out, valued and fully considered when 3.9 3.8
making decisions. ' ’
Leaders encourage and facilitate open dialogue about racial/ethnic issues. 4.0 3.8
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Work culture by representation

Non-
Represented Represented

Black, Indigenous and People of Color cultural (BIPOC) identities and
expressions are respected through words and actions.

The opinions of BIPOC are sought out, valued and fully considered
when making decisions.

Leaders encourage and facilitate open dialogue about racial/ethnic
issues.

Mean
4.1 4.1
3.8 3.8
3.6 3.9
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Operations and Processes

Thinking about where you work at the Port, how strongly do you agree or disagree with the following

statements?
Neither
agree
Strongly Somewhat nor Somewhat Strongly
disagree disagree disagree agree agree  Don’t
(1) (2) (3) (4) (5) know* Mean
Participation in Office of
Equity, Diversity and
Inclusion programs to
i . . 3.7% 3.7% 15.1% 23.9% 50.6% 3.1% 43
normalize racial equity
(e.g., Book Clubs, Racial
Caucuses) is encouraged.
My work-related projects
and/or assignments are
periodically evaluated in 14.5% 9.3% 32.7% 15.0% 159% 12.6% 3.8
terms of their impact on
racial equity.
*Don’t know responses were excluded from the mean.
Operations and processes by Division
Corporate/
Central Economic
Aviation Services Maritime Development
Mean
Participation in Office of Equity, Diversity
and Inclusion programs to normalize racial
. . 4.0 4.5 4.2 4.4
equity (e.g., Book Clubs, Racial Caucuses)
is encouraged.
My work-related projects and/or
assignments are periodically evaluated in 2.9 33 2.9 3.7

terms of their impact on racial equity.
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Operations and processes by race*

Native

Middle Hawaiian/

American Black/ Eastern Other
Indian/Alaskan Asian African Hispanic North Pacific Multi-
Native American American Latinx  African Islander White Racial

Mean

Participation
in Office of
Equity,
Diversity
and
Inclusion
programs to 4.3 4.1 3.9 3.9 4.4 3.5 4.3 3.9
normalize
racial equity
(e.g., Book
Clubs, Racial
Caucuses) is
encouraged.
My work-
related
projects
and/or
assignments
ae 3.7 3.0 2.7 3.0 3.2 28 32 28
periodically
evaluated in
terms of
their impact
on racial
equity.

*The “other” category consisted of 1 respondent after recoding and was not included in the analysis.
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Operations and processes by gender

Male Female
Mean
Participation in Office of Equity, Diversity and Inclusion programs to a1 43
normalize racial equity (e.g., Book Clubs, Racial Caucuses) is encouraged.

My work-related projects and/or assignments are periodically evaluated 31 31
in terms of their impact on racial equity.
Operations and processes by years at Port

More

0-5 6-10 11-15 16-20 than 20

years years years years years
Mean
Participation in Office of Equity, Diversity
and Inclusion programs to normalize
. . . 4.2 4.2 4.3 4.2 4.1
racial equity (e.g., Book Clubs, Racial
Caucuses) is encouraged.
My work-related projects and/or
assignments are periodically evaluated in 3.2 3.2 3.0 3.0 3.0
terms of their impact on racial equity.
Operations and processes by supervisory status
Non-

Supervisor  Supervisor

Mean
Participation in Office of Equity, Diversity and Inclusion programs to
normalize racial equity (e.g., Book Clubs, Racial Caucuses) is 4.3 4.2
encouraged.
My work-related projects and/or assignments are periodically 31 31

evaluated in terms of their impact on racial equity.
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Operations and processes by representation

Non-
Represented represented

Mean
Participation in Office of Equity, Diversity and Inclusion programs to
normalize racial equity (e.g., Book Clubs, Racial Caucuses) is 3.7 4.4
encouraged.
My work-related projects and/or assighnments are periodically )8 31

evaluated in terms of their impact on racial equity.
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Engagement with Communities and External Stakeholders

As part of your work, do you engage with communities and external stakeholders?

% n
Yes 55.3 685
No* 44.7 553

*Respondents who answered ‘no’ skipped to the next section of the questionnaire.

Thinking about where you work at the Port, how strongly do you agree or disagree with the following

statements?
Neither
agree
Strongly Somewhat nor Somewhat Strongly
disagree disagree disagree agree agree  Don’t
(1) (2) (3) (4) (5) know* Mean

There is an interest in
developing and
maintaining strong,
authentic, mutually
respectful relationships 3.7% 2.5% 13.9% 26.0% 49.6% 4.3% 4.2
with Black, Indigenous,
and people of color
(BIPOC) organizations in
the region.

BIPOC-led organizations
are treated with respect,
dignity and are
encouraged to engage as
. . 4.0% 3.6% 15.7% 26.1% 43.3% 7.4% 4.1
full partners involved in

decision-making

processes when working

on Port issues.

Cultural and linguistic

competency is a core

component when we do 3.7% 5.1% 20.5% 24.4% 29.9% 16.4% 3.9
outreach to external
communities.

Money is allocated to

. . 4.8% 4.9% 23.7% 19.7% 22.1% 24.8% 3.7
engage with racially
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diverse communities (i.e.,
translations, interpreters,
space for community
meetings, compensation
of community members
for their time).

*Don’t know responses were excluded from the mean.

Engagement with communities and external stakeholders by Division

Corporate/
Central Economic
Aviation Services Maritime  Development
Mean

There is an interest in developing and
maintaining strong, authentic, mutually
respectful relationships with Black, 4.1 4.4 41 4.6
Indigenous, and people of color (BIPOC)
organizations in the region.
BIPOC-led organizations are treated with
respect, dignity and are encouraged to
engage as full partners involved in 4.0 4.2 4.0 4.3
decision-making processes when working
on Port issues.
Cultural and linguistic competency is a
core component when we do outreach to 3.8 4.0 3.7 4.0
external communities.
Money is allocated to engage with racially
diverse communities (i.e., translations,
interpreters, space for community 3.5 3.8 3.8 4.0

meetings, compensation of community
members for their time).
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Engagement with communities and external stakeholders by race*

American
Indian
/Alaskan
Native

Asian
American

Native

Middle
Eastern
North
African

Hawaiian/
Other
Pacific

Black/

African Hispanic

American Latinx Islander

White

Multi-
Racial

Mean

There is an
interestin
developing and
maintaining
strong, authentic,
mutually

respectful

4.3 4.2

relationships
with Black,
Indigenous, and
people of color
(BIPOC)
organizations in
the region.
BIPOC-led
organizations are
treated with
respect, dignity
and are

encouraged to

4.3 3.8

engage as full
partners involved
in decision-
making processes
when working on
Port issues.
Cultural and
linguistic
competency is a

core component

4.7 4.0

when we do
outreach to
external
communities.

3.5 4.1 4.6 3.9

3.2 4.0 4.4 3.6

3.5 3.8 4.0 3.7

4.4

4.3

4.0

3.9

3.9

35
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Money is
allocated to
engage with
racially diverse
communities
(i.e., translations,
interpreters,

4.0 3.5 3.2 3.3 4.3

space for
community
meetings,
compensation of
community
members for
their time).

3.1 3.9 3.2

*The “other” category consisted of 1 respondent after recoding and was not included in the analysis.

Engagement with communities and external stakeholders by gender

Male Female
Mean
There is an interest in developing and maintaining strong, authentic,
mutually respectful relationships with Black, Indigenous, and people of 4.2 4.2
color (BIPOC) organizations in the region.
BIPOC-led organizations are treated with respect, dignity and are
encouraged to engage as full partners involved in decision-making 4.2 3.9
processes when working on Port issues.
Cultural and linguistic competency is a core component when we do 3.9 38
outreach to external communities.
Money is allocated to engage with racially diverse communities (i.e.,
translations, interpreters, space for community meetings, 3.6 3.6

compensation of community members for their time).
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Engagement with communities and external stakeholders by years at Port

More
0-5 6-10 11-15 16-20 than20
years years years years years
Mean
There is an interest in developing and
maintaining strong, authentic, mutually
respectful relationships with Black, 4.2 4.2 4.4 4.0 4.2
Indigenous, and people of color (BIPOC)
organizations in the region.
BIPOC-led organizations are treated with
respect, dignity and are encouraged to
engage as full partners involved in decision- 4.1 4.0 4.3 3.9 4.0
making processes when working on Port
issues.
Cultural and linguistic competency is a core
component when we do outreach to 4.0 3.6 3.9 3.8 3.8
external communities.
Money is allocated to engage with racially
diverse communities (i.e., translations,
interpreters, space for community 3.8 34 3.6 3.6 3.7
meetings, compensation of community
members for their time).
Engagement with communities and external stakeholders by supervisory status
Non-
Supervisor Supervisor
Mean
There is an interest in developing and maintaining strong, authentic,
mutually respectful relationships with Black, Indigenous, and people of 4.3 4.1
color (BIPOC) organizations in the region.
BIPOC-led organizations are treated with respect, dignity and are
encouraged to engage as full partners involved in decision-making 4.1 4.1
processes when working on Port issues.
Cultural and linguistic competency is a core component when we do 3.9 3.9
outreach to external communities.
Money is allocated to engage with racially diverse communities (i.e.,
translations, interpreters, space for community meetings, 3.7 3.6

compensation of community members for their time).
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Engagement with communities and external stakeholders by representation

Non-
Represented Represented
Mean
There is an interest in developing and maintaining strong, authentic,
mutually respectful relationships with Black, Indigenous, and people of 4.1 4.2
color (BIPOC) organizations in the region.
BIPOC-led organizations are treated with respect, dignity and are
encouraged to engage as full partners involved in decision-making 4.1 4.0
processes when working on Port issues.
Cultural and linguistic competency is a core component when we do 3.7 38
outreach to external communities.
Money is allocated to engage with racially diverse communities (i.e.,
translations, interpreters, space for community meetings, 3.7 3.5

compensation of community members for their time).
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Hiring

Thinking about where you work at the Port, how strongly do you agree or disagree with the following

statements?
Neither
Hiring Strongly Somewhat agree nor Somewhat Strongly
disagree disagree  disagree agree agree
(1) (2) (3) (4) (5) Mean

| am aware of efforts to

partner with HR to 5.3% 7.7% 24.6% 26.8% 35.6% 3.8
advertise open jobs widely.

| am aware of efforts to

share job announcements

with racially and ethnically 6.0% 9.4% 30.7% 23.4% 30.6% 3.6
diverse professional

networks.

In addition to hiring the

best qualified candidates,

racial equity should be 12.3% 7.6% 20.7% 20.2% 39.3% 3.7
considered in the hiring

process.

Hiring by Division

Corporate/
Central Economic
Aviation Services Maritime Development
Mean
| am aware of efforts to partner with HR
to advertise open jobs widely. 3.7 3.9 38 4.0
| am aware of efforts to share job
announcements with racially and 3.6 3.8 3.6 3.9

ethnically diverse professional networks.

In addition to hiring the best qualified

candidates, racial equity should be 3.5 3.9 3.9 4.3
considered in the hiring process.
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Hiring by race*

Native

American Middle Hawaiian/

Indian/ Black/ Eastern Other
Alaskan Asian African Hispanic North Pacific Multi-
Native American American Latinx  African Islander White Racial

Mean

| am aware of

efforts to partner

with HR to 4.3 3.8 3.5 3.8 3.7 3.7 3.9 3.6
advertise open

jobs widely.

| am aware of

efforts to share

job

announcements

with racially and 4.1 3.6 3.5 3.8 34 3.5 3.8 34
ethnically diverse

professional

networks.

In addition to

hiring the best

qualified

candidates, racial 2.5 3.8 4.2 3.7 4.0 3.7 3.7 3.9
equity should be

considered in the

hiring process.

*The “other” category consisted of 1 respondent after recoding and was not included in the analysis.

Hiring by gender

Male Female
Mean
| am aware of efforts to partner with HR to advertise open jobs widely. 3.9 3.8
| am aware of efforts to share job announcements with racially and 3.7 36
ethnically diverse professional networks. ' '
In addition to hiring the best qualified candidates, racial equity should be 36 a1

considered in the hiring process.
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Hiring by years at Port

More
0-5 6-10 11-15 16-20 than20
years years years years years
Mean
| am aware of efforts to partner with HR to
. . . 3.7 3.9 3.9 3.9 3.8
advertise open jobs widely.
| am aware of efforts to share job
announcements with racially and ethnically 3.6 3.6 3.6 3.7 3.7
diverse professional networks.
In addition to hiring the best qualified
candidates, racial equity should be 3.8 3.7 3.7 35 3.7
considered in the hiring process.
Hiring by supervisory status
Non-

Supervisor Supervisor

Mean
| am aware of efforts to partner with HR to advertise open jobs widely. 4.0 3.7
| am aware of efforts to share job announcements with racially and 3.7 3.6
ethnically diverse professional networks. ' '
In addition to hiring the best qualified candidates, racial equity should be 3.8 3.7

considered in the hiring process.

Hiring by representation

Non-
Represented Represented

Mean
| am aware of efforts to partner with HR to advertise open jobs widely. 3.7 3.8
| am aware of efforts to share job announcements with racially and 36 36
ethnically diverse professional networks.
In addition to hiring the best qualified candidates, racial equity should 39 4.0

be considered in the hiring process.
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Promotions

Neither

agree

Promotions Strongly Somewhat nor
disagree disagree disagree

(1) (2) (3)

Somewhat Strongly
agree agree

(4) (5)

Don’t

know* Mean

An internal talent

pipeline with diverse

participants would help

to increase Black, 5.5% 2.4% 22.3%
Indigenous and People of

Color representation in

leadership positions.

In addition to focusing on

the selection of the best

gualified candidate, racial

equity should be involved

. . 11.3% 7.4% 21.3%
in the promotion process

to ensure diverse

representation in

leadership positions.

25.7% 37.1%

21.5% 34.2%

7.0% 3.9

4.3% 3.6

*Don’t know responses were excluded from the mean.

Promotion by Division

Aviation

Corporate/
Central
Services Mariti

me

Economic
Development

Mean

An internal talent pipeline with diverse

participants would help to increase Black, 38
Indigenous and People of Color )
representation in leadership positions.

In addition to focusing on the selection of the

best qualified candidate, racial equity should

be involved in the promotion process to 3.5
ensure diverse representation in leadership

positions.

4.2

3.9

4.0

3.8

4.1

4.1
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Promotion by race*

American
Indian/
Alaskan
Native

Asian
American

Black/

African

American

Hispanic
Latinx

Middle
Eastern

North
African

Native
Hawaiian/
Other
Pacific
Islander

White

Multi-
Racial

Mean

An internal talent
pipeline with
diverse
participants would
help to increase
Black, Indigenous
and People of
Color
representation in
leadership
positions.

In addition to
focusing on the
selection of the
best qualified
candidate, racial
equity should be
involved in the
promotion
process to ensure
diverse
representation in
leadership
positions.

3.0

2.6

4.1

3.9

4.3

4.2

4.0

3.7

4.5

3.9

3.9

3.8

4.0

3.7

4.0

3.9

*The “other” category consisted of 1 respondent after recoding and was not included in the analysis.
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Promotion by gender

Male Female
Mean
An internal talent pipeline with diverse participants would help to increase
Black, Indigenous and People of Color representation in leadership 3.9 4.2
positions.
In addition to focusing on the selection of the best qualified candidate,
racial equity should be involved in the promotion process to ensure diverse 3.6 4.0
representation in leadership positions.
Promotions by years at Port
More
0-5 6—-10 11-15 16-20 than20
years years years years years
Mean
An internal talent pipeline with diverse
participants would help to increase Black,
. 4.0 4.0 3.9 3.7 4.0
Indigenous and People of Color
representation in leadership positions.
In addition to focusing on the selection of
the best qualified candidate, racial equity
should be involved in the promotion process 3.7 3.6 3.7 3.4 3.8
to ensure diverse representation in
leadership positions.
Promotion by supervisory status
Non-

Supervisor Supervisor

An internal talent pipeline with diverse participants would help to

increase Black, Indigenous and People of Color representation in

leadership positions.

In addition to focusing on the selection of the best qualified candidate,

racial equity should be involved in the promotion process to ensure

diverse representation in leadership positions.

Mean
4.0 4.0
3.7 3.7
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Promotion by representation

Non-
Represented Represented

An internal talent pipeline with diverse participants would help to
increase Black, Indigenous and People of Color representation in
leadership positions.

In addition to focusing on the selection of the best qualified candidate,
racial equity should be involved in the promotion process to ensure
diverse representation in leadership positions.

Mean
3.5 4.2
3.2 3.9
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Compensation

Neither
agree
Compensation Strongly Somewhat nor Somewhat Strongly
disagree disagree disagree agree agree  Don’t
(1) (2) (3) (4) (5) know* Mean

Employee pay is fair and
equitable for people with
the same or similar jobs
who have the same or
similar qualifications 11.6% 10.7% 13.2% 15.6% 359% 13.0% 3.6
regardless of
race/ethnicity, gender,
age or other diversity
characteristics.

| understand the Port's
compensation structure.

8.3% 10.5% 18.4% 28.5% 27.8% 6.4% 3.6

*Don’t know responses were excluded from the mean.

Compensation by Division

Corporate/
Central Economic
Aviation Services Maritime Development
Mean
Employee pay is fair and equitable for
people with the same or similar jobs who
have the same or similar qualifications 3.7 3.5 33 3.7
regardless of race/ethnicity, gender, age or
other diversity characteristics.
| understand the Port's compensation
3.6 3.6 34 3.8

structure.
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Compensation by race*

Native
American Middle Hawaiian/
Indian/ Black/ Eastern Other
Alaskan Asian African Hispanic North Pacific Multi-
Native American American Latinx  African Islander White Racial
Mean
Employee pay is
fair and equitable
for people with
the same or
similar jobs who
have the same or
similar 4.1 3.3 3.0 3.2 3.7 33 3.9 3.0
qualifications
regardless of
race/ethnicity,
gender, age or
other diversity
characteristics.
| understand the
Port's
4.4 3.5 3.5 3.9 3.5 3.0 3.7 33

compensation
structure.

*The “other” category consisted of 1 respondent after recoding and was not included in the analysis.

Compensation by gender

Male Female
Mean
Employee pay is fair and equitable for people with the same or
similar jobs who have the same or similar qualifications regardless of 4.0 3.1
race/ethnicity, gender, age or other diversity characteristics.
| understand the Port's compensation structure. 3.8 33
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Compensation by years at Port

More
0-5 6—-10 11-15 16-20 than20
years years years years years
Mean
Employee pay is fair and equitable for people
with the same or similar jobs who have the same
or similar qualifications regardless of 3.7 3.5 3.6 3.8 3.6
race/ethnicity, gender, age or other diversity
characteristics.
| understand the Port's compensation structure. 3.5 3.6 3.6 3.8 3.8
Compensation by supervisory status
Non-

Supervisor Supervisor

Employee pay is fair and equitable for people with the same or similar

jobs who have the same or similar qualifications regardless of

race/ethnicity, gender, age or other diversity characteristics.

| understand the Port's compensation structure.

Mean
3.7 3.5
4.2 4.1

Compensation by representation

Non-
Represented Represented

Employee pay is fair and equitable for people with the same or similar

jobs who have the same or similar qualifications regardless of

race/ethnicity, gender, age or other diversity characteristics.

| understand the Port's compensation structure.

Mean
4.4 3.3
3.7 3.5
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Staff Development

Neither
agree
Staff Development Strongly  Somewhat nor Somewhat  Strongly
disagree disagree disagree agree agree
(1) (2) (3) (4) (5) Mean
| am encouraged to develop
myself professionally through
. N 3.2% 7.0% 13.8% 27.5% 48.5% 4.1
trainings, PortAbility, or
other learning opportunities.
| have time in my schedule to
pursue professional
. 11.8% 18.4% 18.3% 28.0% 23.5% 33
development opportunities
that are of interest to me.
Staff development by Division
Corporate/
Central Economic
Aviation Services Maritime Development
Mean
| am encouraged to develop myself
professionally through trainings, PortAbility, or 4.0 4.2 4.2 4.6
other learning opportunities.
| have time in my schedule to pursue
professional development opportunities that 33 3.4 3.2 3.7

are of interest to me.
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Staff development by race*

Native
American Middle Hawaiian/
Indian/ Black/ Eastern Other
Alaskan Asian African Hispanic North Pacific Multi-
Native American American Latinx  African Islander White Racial
Mean
| am encouraged
to develop myself
professionally
through trainings, 3.7 4.1 4.0 4.0 4.5 4.0 4.2 3.9
PortAbility, or
other learning
opportunities.
| have time in my
schedule to
pursue
professional
3.5 3.5 3.5 34 3.9 3.7 33 33

development
opportunities that
are of interest to
me.

*The “other” category consisted of 1 respondent after recoding and was not included in the analysis.

Staff development by gender

Male Female
Mean
| am encouraged to develop myself professionally through trainings, 42 a1
PortAbility, or other learning opportunities.
| have time in my schedule to pursue professional development 35 33

opportunities that are of interest to me.
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Staff development by years at Port

More
0-5 6-10 11-15 16-20 than20
years years years years years
Mean
| am encouraged to develop myself
professionally through trainings, PortAbility, or 4.1 4.2 4.2 4.1 4.2
other learning opportunities.
| have time in my schedule to pursue
professional development opportunities that are 3.4 3.4 33 33 33
of interest to me.
Staff development by supervisory status
Non-

Supervisor Supervisor

Mean
| am encouraged to develop myself professionally through trainings, 3.9 3.5
PortAbility, or other learning opportunities. ' '
| have time in my schedule to pursue professional development 3.8 3.9

opportunities that are of interest to me.

Staff development by representation

Non-
Represented Represented

Mean
| am encouraged to develop myself professionally through trainings, 38 47
PortAbility, or other learning opportunities. ' '
| have time in my schedule to pursue professional development 31 33

opportunities that are of interest to me.
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Contracting and Use of Women and Minority-Owned Businesses

Do you work on contracting and the use of women and minority-owned businesses?

% n
Yes 29.6 355
No* 70.4 844

*Respondents who answered ‘no’ skipped to the next section of the questionnaire.

Thinking about where you work at the Port, how strongly do you agree or disagree with the following

statements?

Strongly
disagree

(1)

Somewhat
disagree

(2)

Neither
agree
nor
disagree

(3)

Somewhat
agree
(4)

Strongly
agree

(5)

Don’t
know*

Mean

Supplier racial equity and
diversity best practices
have been implemented.
| am aware of and can
access a list of minority
and women-owned
businesses that can serve
as potential business
partners.

Equity goals have been
set to assess the efficacy
of working with minority
and women-owned
businesses.

A concerted effort is
made to procure
goods/services from
underrepresented
suppliers.

4.4%

4.4%

3.7%

3.2%

6.2%

6.2%

4.6%

5.5%

15.2%

12.6%

16.1%

14.4%

37.2%

32.8%

27.6%

29.6%

27.6%

37.8%

39.1%

38.8%

9.4%

6.2%

8.9%

8.6%

3.9

4.0

4.0

4.0

*Don’t know responses were excluded from the mean.
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WMBE by Division

Corporate/
Central Economic
Aviation Services  Maritime Development
Mean

Suppli|er racial eqth and diversity best 3.9 3.9 35 a4
practices have been implemented.
I am aware of and can access a list of minority
and women-owned businesses that can serve 3.9 4.1 3.6 4.5
as potential business partners.
Equity goals have been set to assess the
efficacy of working with minority and women- 3.8 4.3 3.6 4.5
owned businesses.
A concerted effort is made to procure
goods/services from underrepresented 4.0 4.2 3.5 4.5

suppliers.
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WMBE by race*

American
Indian/
Alaskan
Native

Asian
American

Black/
African
American

Hispanic
Latinx

Middle
Eastern

North
African

Native
Hawaiian/
Other
Pacific

Islander White

Multi-
Racial

Mean

Supplier racial
equity and
diversity best
practices have
been
implemented.

| am aware of and
can access a list of
minority and
women-owned
businesses that
can serve as
potential business
partners.

Equity goals have
been set to assess
the efficacy of
working with
minority and
women-owned
businesses.

A concerted effort
is made to
procure
goods/services
from
underrepresented
suppliers.

4.7

3.0

3.3

4.0

3.7

3.6

3.7

3.7

3.1

3.9

3.6

3.1

3.5

4.2

3.8

4.3

4.4

4.6

4.6

4.4

3.5 4.0

4.3 4.1

3.8 4.2

3.5 4.2

3.6

3.8

3.8

3.7

*The “other” category consisted of 1 respondent after recoding and was not included in the analysis.
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WMBE by gender

Male Female
Mean
Supplier racial equity and diversity best practices have been implemented. 3.9 3.7
| am aware of and can access a list of minority and women-owned businesses 3.9 a1
that can serve as potential business partners.
Equity goals have been set to assess the efficacy of working with minority and 4.0 40
women-owned businesses.
A concerted effort is made to procure goods/services from underrepresented a1 4.0
suppliers.
WMBE by years at Port
More
0-5 6—-10 11-15 16-20 than20
years years years years years
Mean
Suppl.ler racial eqth and diversity best 3.9 3.9 3.9 3.9 37
practices have been implemented.
I am aware of and can access a list of minority
and women-owned businesses that can serve 3.8 4.0 4.2 4.0 4.2
as potential business partners.
Equity goals have been set to assess the
efficacy of working with minority and women- 3.9 41 4.1 4.0 4.1
owned businesses.
A concerted effort is made to procure
goods/services from underrepresented 3.9 4.2 4.2 4.1 3.9

suppliers.
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WMBE by supervisory status

Non-
Supervisor Supervisor

Mean
Supplier racial equity and diversity best practices have been implemented. 3.8 3.9
| am aware of and can access a list of minority and women-owned 4.0 4.0
businesses that can serve as potential business partners. ' ’
Equity goals have been set to assess the efficacy of working with minority 4.0 4.0
and women-owned businesses. ' '
A concerted effort is made to procure goods/services from 4.0 4.0

underrepresented suppliers.

WMBE by representation

Non-
Represented Represented

Mean
Supplier racial equity and diversity best practices have been 3.7 3.7
implemented.
| am aware of and can access a list of minority and women-owned 35 4.0
businesses that can serve as potential business partners.
Equity goals have been set to assess the efficacy of working with 3.4 4.0
minority and women-owned businesses.
A concerted effort is made to procure goods/services from 38 a1

underrepresented suppliers.
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Personal Experiences and Satisfaction

How strongly do you agree or disagree with the following statements?

Neither
Strongly Somewhat agree nor Somewhat Strongly
disagree disagree disagree agree agree
(1) (2) (3) (4) (5) Mean
| feel comfortable talking
openly about issues related
to diversity, equity and 11.9% 13.9% 16.5% 29.9% 27.7% 35
inclusion at the Port of
Seattle.
| am satisfied that any
conflicts at the Port of Seattle
related to diversity, equity 11.5% 13.6% 24.2% 25.8% 24.9% 34
and inclusion issues would be
addressed appropriately.
If | or someone else were
experiencing racial/ethnic
discrimination at the Port of
. 4.9% 3.9% 11.3% 21.5% 58.5% 4.3
Seattle, | would communicate
to my supervisor or a person
in leadership.
Personal experiences and satisfaction by Division
Corporate/
Central Economic
Aviation Services  Maritime Development
Mean
| feel comfortable talking openly about issues
related to diversity, equity and inclusion at the 33 3.7 3.6 4.3
Port of Seattle.
| am satisfied that any conflicts at the Port of
Seattle related to diversity, equity and
. L. 33 3.5 33 4.2
inclusion issues would be addressed
appropriately.
If | or someone else were experiencing
racial/ethnic discrimination at the Port of
4.1 4.4 4.3 4.7

Seattle, | would communicate to my
supervisor or a person in leadership.
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Personal experiences and satisfaction by race*

Native
American Middle Hawaiian/
Indian/ Black/ Eastern Other
Alaskan Asian African Hispanic North Pacific Multi-
Native American American Latinx  African Islander White Racial
Mean
| feel comfortable
talking openly
about issues
related to
. . . 2.7 3.5 3.6 3.6 34 3.4 3.6 33
diversity, equity
and inclusion at
the Port of
Seattle.
| am satisfied that
any conflicts at
the Port of Seattle
related to
diversity, equity 2.7 3.5 3.0 3.3 34 34 3.6 3.1

and inclusion
issues would be
addressed
appropriately.

If | or someone
else were
experiencing
racial/ethnic
discrimination at
the Port of 3.1 4.1 3.9 4.1 4.5 3.9 4.5 3.9
Seattle, | would
communicate to
my supervisor or a
person in
leadership.

*The “other” category consisted of 1 respondent after recoding and was not included in the analysis.
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Personal experiences and satisfaction by gender

Male Female
Mean

| feel comfortable talking openly about issues related to diversity, equity 35 3.7
and inclusion at the Port of Seattle.
| am satisfied that any conflicts at the Port of Seattle related to diversity, 3.6 33
equity and inclusion issues would be addressed appropriately.
If | or someone else were experiencing racial/ethnic discrimination at the
Port of Seattle, | would communicate to my supervisor or a person in 4.3 4.2

leadership.

Personal experiences and satisfaction by years at Port

0-5 6-10 11-15 16—-20 More than

years years years years 20 years
Mean
| feel comfortable talking openly about issues
related to diversity, equity and inclusion at the 3.5 3.4 3.4 3.3 3.7
Port of Seattle.
| am satisfied that any conflicts at the Port of
Seattle related to diversity, equity and inclusion 3.6 3.4 33 3.2 33
issues would be addressed appropriately.
If | or someone else were experiencing
racial/ethnic discrimination at the Port of
4.3 4.3 4.2 4.1 4.2

Seattle, | would communicate to my supervisor
or a person in leadership.
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Personal experiences and satisfaction by supervisory status

Non-
Supervisor Supervisor
Mean
| feel comfortable talking openly about issues related to diversity, equity and 35 35
inclusion at the Port of Seattle.
| am satisfied that any conflicts at the Port of Seattle related to diversity, 34 34
equity and inclusion issues would be addressed appropriately.
If | or someone else were experiencing racial/ethnic discrimination at the
Port of Seattle, | would communicate to my supervisor or a person in 4.4 4.2
leadership.
Personal experiences and satisfaction by representation
Non-

Represented Represented

Mean
| feel comfortable talking openly about issues related to diversity, equity 3.4 36
and inclusion at the Port of Seattle.
| am satisfied that any conflicts at the Port of Seattle related to diversity, 33 3.4
equity and inclusion issues would be addressed appropriately.
If | or someone else were experiencing racial/ethnic discrimination at the
Port of Seattle, | would communicate to my supervisor or a person in 4.1 4.3

leadership.
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1. Executive Summary
Survey Overview and Methodology

This analysis is based on an internal survey conducted by the Port’s Office of Equity, Diversity and Inclusion
(OEDI) from April 29 — May 27, 2021, with input from the Port’s Business Intelligence unit.

The purpose of the survey was to learn about Port employees’ perspectives on equity, diversity and inclusion
in a number of areas: Port Work Culture; Operations and Processes; Engagement with External Stakeholders;
Hiring, Promotion, Compensation, and Staff Development; Contracting and Use of WMBE; and Personal
Experiences.

The survey also included an open-ended question at the end of each of the six topical sections inviting any
additional comments. OEDI engaged external consultant Trang Tu of Tu Consulting to conduct an analysis of
that qualitative data, which is the subject of this report.

The open-ended comments, which in this report are also referred to as “data” or “qualitative data”, were
analyzed using a thematic approach. Analysis was completed for all comments and by race and gender, using a
hybrid deductive and inductive process that resulted in twenty-seven themes grouped into thirteen sub-topics
and five broader topics.

Limitations of the data may include negativity bias, role and influence of formal survey questions on
respondent choice to add comments, and complexities of coding comments.

About the Data

Overall, 1,230 comments were submitted by 505 unique respondents, or 38.7 percent of the 1,306 overall
survey respondents.

Among the five broad topic areas in the survey, three yielded the largest volume of comments: Workplace and
Organizational Culture, Employment, and Operations and Processes, with 750+, 475, and 275 comments,
respectively.

Summary of Findings
Cross-cutting Findings. Analyzing comments across all topics surfaced several noteworthy findings.

e Overall, the majority of comments expressed concerns, constructive feedback, and/or calls for change or
improvement on a specific issue.

e Several themes surfaced that were not asked about in the formal survey questions. These included the
role and impact of managers, unfairness and reverse discrimination toward white employees, and
consideration of gender and other dimensions of equity.

e For many of the themes that emerged, employees of color and in some cases, women, were more likely
to comment, especially regarding concerns or challenges.

L OEDI Survey. Analysis of Quantitative Survey Data. Port of Seattle Business Intelligence. June 2021.
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Topic-specific Findings. Below are key findings grouped by the five topics and corresponding sub-topics.

Topic 1. Workplace and Organizational Culture elicited 752 comments spanning four sub-topics: Overall
Vision, Commitment and Progress on Equity; Leadership and Accountability; Workplace Culture; and Equity
Learning and Capacity Building. Prevalent themes are summarized below.

Sub-topic: Overall Vision, Commitment and Progress on Equity

This sub-topic included comments about Portwide vision for, prioritization of, commitment to and progress on
diversity, equity and inclusion.

e Nearly 80 comments characterized the Port’s efforts on equity in positive terms.

e An additional 90 comments, the largest share in this sub-topic, gave a more mixed view, recognizing the
Port’s efforts, while also acknowledging more work needs to be done.

e A smaller number of comments said that inequities exist and/or persist at the Port, especially due to an
entrenched white male power structure.

e Among respondents who identified their race, a greater share of whites described equity efforts in
positive terms and a smaller share commented that inequities exist or remain than compared with their
representation in survey responses overall, while respondents of color were more likely to comment that
inequities exist or remain and/or that more work needs to be done.

e By gender, females were also less likely to comment positively and more likely to comment that more
work needs to be done, compared with their of survey responses overall.

Sub-topic: Leadership and Accountability

This sub-topic included comments about several themes: whether Port leaders are seen as champions for
equity across the organization, including ensuring diversity at senior or executive levels; and whether
respondents feel that employees can voice concerns about racism and inequity and have those concerns
addressed.

e The largest share of comments in this sub-topic was about voicing concerns regarding racism,
discrimination or inequity. Almost all of the comments were negative (100 out of 108). Prevalent thoughts
included: employees not feeling safe speaking up and remaining silent for fear of retaliation, lack of
confidence that the Human Resource Department can effectively address concerns, and the difficulty of
raising issues to managers in situations where the manager is the source of concern.

e Among the 100 comments of concern regarding voicing concerns about racism, discrimination or
inequity, respondents who identified as Black/African American and multi-racial were a greater share of
comments compared to their share of survey responses, while respondents who identified as white were
roughly on par with their share of all survey responses.

e By gender, females were also a greater share of these concerns while males were a smaller share.

Sub-topic: Workplace Culture

This sub-topic included several inter-related themes related to workplace culture and equity: whether there
are opportunities for safe and open dialog about diversity, equity and inclusion; whether the work
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environment feels welcoming to employees of different backgrounds and cultures; and whether input from
employees of color inform decision making.

e Most comments about open dialog expressed concerns including fear of backlash, discomfort discussing a
sensitive topic like race, and fundamental disagreements with equity values.

e Comments about the work environment being welcoming to all cultures were mostly negative. A
recurrent concern was employees of color experiencing disrespect, racism, and/or lacking voice.

e Almost all comments about BIPOC input into decision making were concerns.

e A critical mass of comments said that the Port’s emphasis on racial equity and non-white groups has
created discomfort, marginalization, and at times amounts to reverse discrimination against whites.

e There were also numerous comments suggesting that the focus should be on a “colorblind” approach of
treating all people equally, instead of a racial equity approach that seeks to address inequities for specific
groups.

e Among the comments of concern about open dialog, welcoming cultures, and BIPOC input into decision
making, there was a general pattern of white respondents being a smaller share of the comments and
respondents of color comprising a larger share, compared with their share of survey responses overall.

e In contrast, the comments about marginalization of whites were more commonly expressed by white
respondents compared to their representation in the survey responses overall.

Sub-topic: Equity Learning and Capacity Building

This theme centered on Portwide equity learning and capacity building, especially activities led by the Office of
Equity, Diversity and Inclusion (OEDI). Comments in this grouping are about quality, quantity and impact of
Portwide equity efforts.

e About two-thirds of the comments on this sub-topic shared concerns or suggestions for how to improve
the work, in some cases along with positive feedback. By far, the most prevalent issue was the lack of
time to participate in equity activities.

e Other respondents felt there is too much equity activity, while others said there is lack of support or
encouragement from their department leaders to participate.

e There were also numerous positive comments about equity efforts.

e Among the comments that shared concerns or suggestions for improvements in the Port’s equity efforts,
most groups of employees of color were overrepresented compared to their share in the survey overall.

e By gender, females were a greater share of comments on this theme compared with their representation
in the survey overall, while males were a smaller share.

Topic 2. Operations and Processes included 275 comments across three sub-topics: General Integration of DEI
in Operations; Role of Managers; and Specific Operational Areas. Prevalent themes are summarized below.

Sub-topic: General Integration of DEIl in Operations

This sub-topic included comments on the extent to which diversity, equity and inclusion principles have been
integrated into the operations of departments or teams.



Most of the comments about DEI in operations described a need for more work to build equity into day-
to-day operations. The prevailing theme was that there are variations across departments in how much
DEl is prioritized.

Among the 100+ comments citing a need for more or better integration of DEI in departmental work,
white, Black/African American and Asian American respondents were overrepresented compared to
their representation the survey overall.

A number of comments said it’s important to translate dialog, language and policy into concrete actions
and changes.

Sub-topic: Role of Managers

A significant theme across multiple topics was the critical role of managers. Among the comments that
specifically referenced managers, most cited concerns.

Many noted the important role of managers in determining whether departments’ work is informed by DEl
considerations. Some described challenges of department leaders who don’t believe in equity efforts
while others said they feel unable to voice concerns about racism or discrimination.

Some comments were from managers who expressed needs for more support to advance equity.

Among comments that noted concerns with manager roles, respondents of color in some racial groups
were overrepresented as were female respondents.

Topic 3. Community Engagement included 61 comments.

Comments about community engagement were a mix of about half expressing needs for improvement,
and one-third noting positive aspects of community engagement.

Areas for improvement cited included the need for clearer and more fully developed policies and
standards for community engagement; consistency in community engagement across the Port; and
culturally competent and equitable opportunities for all key Port stakeholders to engage.

Topic 4. Employment included 472 comments across four sub-topics: Recruitment and Hiring; Department

Diversity; Professional Development, Advancement and Compensation; and Gender and Other Equity
Considerations. Prevalent themes are summarized below.

Sub-topic: Recruitment and Hiring

This sub-topic included inter-connected themes about recruitment, hiring, qualifications and the role of racial
equity goals in these.

Among 105 comments about qualifications for hiring, 85 stated that hiring decisions should be based
primarily or solely on who is most qualified and/or performance, not race.

A small number of comments said racial considerations should be part of hiring decisions due to
structural/systemic and historic inequities that have created disadvantages for some groups.



e Among the comments that hiring decisions should be based on qualifications or performance and not
race, white respondents made up about the same proportion as in the survey overall, while respondents
of color and females were a smaller share compared with their share in the survey overall.

e Among comments expressing concerns about hiring, employees of color in some racial groups were
overrepresented, notably Black/African American and Asian American.

Sub-topic: Department Diversity

e Among comments about diversity in departments, the majority described a lack of diversity in specific
teams, while a minority expressed the existence of diversity.

e Among these comments, respondents identifying as white had similar representation as in the survey
overall.

Sub-topic: Professional Development, Advancement and Compensation

This sub-topic included comments on inter-related themes of job advancement/promotions, professional
development, and compensation.

e On job advancement, almost all comments expressed concerns or needs for improvement. The most
prevalent issue cited was favoritism of white males in promotion decisions.

e Almost all of the comments about professional development also cited need for improvement. The most
frequent concern was heavy workloads significantly limiting time for trainings.

e Regarding compensation, many comments expressed frustration about pay inequities both within and
across departments as well as by race and gender. Other concerns included job
classifications/evaluations being outdated, subjective and not matching pay levels; and pay being tied to
seniority rather than performance.

e Among the comments expressing concerns about job advancement, professional development and
compensation, white respondents were underrepresented compared with the survey overall, while
respondents of color from several racial groups and female respondents were overrepresented.

Sub-topic: Gender and Other Equity Considerations
e A number of comments called for consideration of other aspects of equity besides race, with gender
equity mentioned most often. Other groups who face inequities were also mentioned including people

with disabilities, and the LGBTQ+ community.
e The gender composition for these comments was overwhelmingly female.

Topic 5. Contracting included 95 comments. Prevalent themes are summarized below.

e Among comments about contracting, two-thirds shared concerns and/or ideas for improvements.
e Concerns mentioned included the need for: reduced barriers and more streamlined processes for BIPOC
contractors; addressing lack of WMBE availability; and expanding outreach.
® Respondents of color from some racial groups as well as female respondents were a greater share of
comments expressing concerns about contracting than their share in the survey overall.
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2. Summary of Process

2a. Survey Administration and Data Source

This analysis is based on an internal survey conducted by the Port’s Office of Equity, Diversity and Inclusion
(OEDI) from April 29 — May 27, 2021, with input from the Port’s Business Intelligence unit.

The purpose of the survey was to learn about Port employees’ perspectives on equity, diversity and inclusion
in a number of areas. Survey questions were grouped into six topics: Port Work Culture; Operations and
Processes; Engagement with External Stakeholders; Hiring, Promotion, Compensation, and Staff Development;
Contracting and Use of WMBE; and Personal Experiences.2

The survey included structured questions for each of the six areas and was administered Portwide in two
formats: online using Qualtrics, and via paper surveys. A total of 1,306 Port employees submitted survey
responses. Fifty paper surveys were completed and entered into Qualtrics. Data collection, quantitative
analysis and reporting were completed by Business InteIIigence.3

The survey also included an open-ended question at the end of each of the six topical sections inviting any
additional comments. This resulted in a total 1,230 comments submitted by 505 participants out of the 1,306
who responded to the survey overall. OEDI engaged external consultant Trang Tu of Tu Consulting to conduct
an analysis of that qualitative data, which is the subject of this report.

2b. Analysis Process - Overall

The open-ended comments, which in this report are also referred to as “data” or “qualitative data”, were
analyzed using a thematic approach, which focuses on examining the data to identify prevalent themes. The
table below describes the steps taken in this analysis, which used a hybrid deductive and inductive approach.

Table 1. Methodology/Process Steps

1. Preparing data e Initial review of data for familiarization

e Converted data in Microsoft Word format to Excel spreadsheet

e Established initial coding structure based on OEDI Equity Assessment
Framework from February 2021 that formed the basis for the survey design.
The framework included five topics4:

1. Work and Organizational Culture

Operations and Processes

Community Engagement

Employment

Contracting

e wnN

’ OEDI Survey. Analysis of Quantitative Survey Data. Port of Seattle Business Intelligence. June 2021.
® Ibid.
4 Originally called “domains” in OEDI Equity Assessment Framework.
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Table 1. Methodology/Process Steps

2. Coding

Round 1: reviewed data and coded by the five topics (deductive analysis)
Round 2: reviewed data and created fourteen sub-topics® (deductive analysis)
Based on first two rounds of data review, adjusted coding structure to include
thirteen sub-topics below (inductive analysis):
1. Work and Organizational Culture
= Qverall Vision, Commitment, Progress
= Leadership and Accountability
=  Workplace Culture
= Equity Learning and Capacity Building
2. Operations and Processes
= General Integration in Operations
= Role of Managers
= Specific Areas
3. Community Engagement
=  Community Engagement
4. Employment
= Recruitment and Hiring
= Department Diversity
= Professional Development, Advancement and Compensation
= Gender and Other Equity Considerations
5. Contracting
=  WMBE and Supplier Diversity

3. Generating themes

Round 3: reviewed data and coded into twenty-seven themes distributed
across the five topics and thirteen sub-topics (see Section 3a. for full listing of
the twenty-seven themes).

Finalized structure and wording of topics, sub-topics, and themes

After third round of data review and coding, re-reviewed coding across all
three levels (topic, sub-topic, theme) for consistency

4. Analysis of themes

Tabulated counts for topics, sub-topics and themes, to identify prevalent
themes
Round 4: reviewed and analyzed data by theme

5. Write up of findings

Drafted report including summary of findings for each theme, grouped by
sub-topic. Level of detail in narrative summary in each sub-topic is generally
proportionate to each theme’s prevalence.

Added selected quotes to illustrate each theme. Quotes were selected to
reflect a mix of race and gender. Volume of quotes is roughly proportionate
to the prevalence of a theme.

6. Sub-analyses by race
and gender

Completed additional analyses by racial group and gender (see process
description in the following section).

> Originally called “sub-domains” in OEDI Equity Assessment Framework.
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2c.  Analysis Process — Sub-analyses by Race and Gender

Given the focus on equity by the Port of Seattle overall, and the focus of this survey in particular, OEDI also
requested analysis of the data by race and gender. The purpose was to complement both the quantitative
analysis and the overall qualitative analysis, and surface any notable differences in perspectives when
examined by racial and gender groups.

The process for these sub-analyses generally paralleled that for the overall analysis. An additional round of
data review was completed that involved several steps:

e Comments for each of the twenty-seven themes were tabulated by racial group and gender
e Counts were compared to identify prevalence by racial group and gender

e Sub-groupings of comments were reviewed

e Notable differences among groups were integrated into write-up of findings.

For the sub-analyses, the reference point used was all survey responses, shown in the table below by race and
gender. These are used as comparators throughout the summary of findings in Section 3 of this report.

Table 2. Composition of Survey Respondents®
# %

Total # of respondents 1,306 100.0%
Race
American Indian/Alaskan Native 14 1.1%
Asian American 128 9.8%
Black/African American 99 7.6%
Hispanic/Latinx 44 3.4%
MENA - Middle Eastern North African 11 0.8%
Multi-racial 80 6.1%
Native Hawaiian/Other Pacific
Islander 32 2.5%
White 644 49.3%
Not reported 253 19.3%
Gender
Female 419 37.4%
Male 643 57.4%
Non-binary 16 1.4%
Other 42 3.80%

® OEDI Survey. Analysis of Quantitative Survey Data. Port of Seattle Business Intelligence. June 2021.
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2d. Limitations of Data

Introduction. Surveys and questionnaires often contain open-ended questions, as was done in this survey, for
a variety of reasons that can include: providing an opportunity for respondents to elaborate on a particular
issue, especially when the survey topic is sensitive; inviting additional perspectives unconstrained by the
structure of the formal survey questions; and surfacing feedback about the design of the survey itself.’

Yet sometimes the diversity and complexity of qualitative feedback creates methodological challenges for
analysis, and the literature on best practices for analyzing open-ended feedback is fairly scarce. That further
underscores the importance of being transparent about limitations of this dataset, explained below.

Negativity bias. Some research literature suggests that participants who have concerns, dissatisfaction or
negative feedback may be more likely to provide open-ended comments. Respondents who do not feel they
have other avenues to voice concerns may also be more inclined to comment. However, there could also be
other reasons that may make a respondent less likely to comment, such as sensitive topics, survey fatigue
and/or fear of backlash. For this survey, some or all of these considerations may be at play for different
respondents, and are important to consider while also recognizing they cannot be factored out of the analysis.

Content of and bias in open-ended comments. Respondents may be influenced by the formal survey
guestions (also called “closed questions”). For some, closed questions can act as “thought prompts” that
influence respondents’ comments, especially when the open-ended questions come after the formal
guestions. On the other hand, respondents may also choose to provide comments on a topic different from
the topic area for the survey section in which they are commenting. Both of these occurred in this dataset. To
address some of these complexities, coding involved both deductive and inductive analysis, and included
tagging and redistributing comments by topic, sub-topic and theme, according to the coding framework.

Coding and redistributing comments and duplication. The issue discussed above also leads to another
limitation of the data. Each of the six survey sections included an open-ended question, leading to six
“groupings” of comments. However, because not all comments were about the section topic in which they
were made, they were redistributed as needed during coding. As a result, this led to a small amount of
duplication when tabulating comments. To help mitigate this, especially when filtered for race and gender, the
analysis discussed themes with larger samples sizes in comparative greater detail; and in highlighting
significant differences, focused on those that were relatively larger or particularly notable (for example,
greater than 1 percentage point difference from reference point).

Despite the complexities and limitations, having the open-ended survey data brought several benefits. It
enabled participants to share thoughts not specifically contained in the survey’s closed questions. It provided
an additional breadth of perspectives, including candid views and personal accounts that might not otherwise
be captured. It allowed for an additional level of analysis by race and gender. And it added a depth of
dimension to the quantitative data that hopefully “brings to life” the critical issues of diversity, equity and
inclusion that the Port is advancing.

7 Tom Decorte, Aili Malm, Sharon R Sznitman. “The challenges and benefits of analyzing feedback comments in surveys: Lessons
from a cross-national online survey of small-scale cannabis growers.” First Published February 11, 2019
https://journals.sagepub.com/doi/full/10.1177/2059799119825606
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3. Respondent Characteristics

The survey overall had a response rate of 60 percent, with a total 1,306 responses. Within this, 505
respondents also added at least one open-ended comment. The total number of unique open-ended
comments was 1,230.

Overall, 38.7 percent of all survey respondents submitted at least one open-ended comment. It should be
noted that this is a relatively high response rate for comments, especially in a survey with sensitive topics. This
could indicate a high level of trust in the anonymity of the survey.

Response also varied by race and gender. The table below shows that two racial groups — respondents who
identified as Black/African American and multi-racial — were most likely to add open-ended comments, at 50.5
percent and 50 percent, respectively. Half of participants identifying as American Indian/Alaskan Native also
submitted comments, but the sample size for that group is smaller. Other racial groups had smaller
percentages of respondents add comments, ranging from 27.3 percent to 39.8 percent.

By gender, 43 percent of respondents who identified as female and 37.8 percent who identified as males
chose to submit comments.

Table 3. Respondent Characteristics
% of
Respondents
Respondents | in Group who
All Survey with Added
Respondents Comments Comment(s)
# # %

Total # of respondents 1,306 505 38.7%
Race
American Indian/Alaskan Native 14 7 50.0%
Asian American 128 47 36.7%
Black/African American 99 50 50.5%
Hispanic/Latinx 44 13 29.5%
MENA - Middle Eastern North African 11 3 27.3%
Multi-racial 80 40 50.0%
Native Hawaiian/Other Pacific
Islander 32 9 28.1%
White 644 256 39.8%
Gender
Female 419 180 43.0%
Male 643 243 37.8%
Non-binary 16 0 0.0%
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4. Summary of Findings

4a. Code Counts/Prevalence of Themes

The table below shows prevalence of topics, sub-topics and themes using “counts” from the data coding. Note that while the survey
included 1,230 comments, the code count in the table below totals 1,655. This is because a given comment could — and often did —
touch on more than one theme, and as a result would be tagged with multiple codes.

At the Topic level, two areas - Workplace and Organizational Culture, and Employment — had the largest volume of comments, with
over 750 and 475, respectively. Operations and Processes included 275 comments, and Community Engagement and Contracting
each had smaller numbers of comments. Some of these differences may reflect varying levels of interest or concern among
respondents, and/or may also be due to attrition — that survey fatigue resulted in fewer comments later in the survey. Additionally,
the smaller number of comments for Community Engagement and Contracting may have been because only a sub-set of
respondents may have been more likely to comments — those whose roles involve external engagement or contracting.

These numbers should be taken as indications of general orders of magnitude or prevalence, not as precise counts, because the
number of comments may also reflect some of the limitations of the data as discussed in the previous section of this report.

Table 4. Topics, Sub-topics, Themes and Code Counts

CODE
TOPIC SUB-TOPIC THEME COUNT
inequities exist/remain 23
OUIEEA WAy (el slhilild g riority/making progress on equit 77
PROGRESS ST 2100 SE
1. WORKPLACE making progress/more work to be done 90
AND voicing concerns/accountability 108
LEADERSHIP AND ACCOUNTABILITY Port leaders as equity champions 28
ORGANIZATIONAL T
leadership diversity 21
CULTURE open dialog 59
WORKPLACE CULTURE welcoming cultures 31
BIPOC input in decision making 38
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Table 4. Topics, Sub-topics, Themes and Code Counts

CODE
TOPIC SUB-TOPIC THEME COUNT
white concerns and discomfort 81
all people are equal/should be colorblind 77
EQUITY LEARNING AND CAPACITY quality, quantity, and impact of equity
BUILDING activities 119
TOTAL 752
GENERAL INTEGRATION IN general integration in operations 138
OPERATIONS translating policy into action 27
2. OPERATIONS ROLE OF MANAGERS role and impact of managers 79
AND PROCESSES AT A assessmg an<.1 evaluating for equity 19
communications 12
TOTAL 275
3. COMMUNITY COMMUNITY ENGAGEMENT community engagement and partnerships 60
ENGAGEMENT TOTAL 60
recruitment 11
RECRUITMENT AND HIRING hiring 74
qualifications and racial equity 105
DEPARTMENT DIVERSITY department diversity 40
4. EMPLOYMENT PROFESSIONAL DEVELOPMENT, jcldvancern.ent. . 80
ADVANCEMENT AND COMPENSATION job classification and compensation 72
professional development 56
GENDER AND OTHER EQUITY gender and other equity considerations 34
TOTAL 472
5. CONTRACTING CONTRACTING WMBE and supplier diversity 96
TOTAL 96
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4b. Narrative Summary by Themes

This section includes a series of “Dashboards”, one for each of the thirteen Sub-topics. Each Dashboard contains findings for the
twenty-seven Themes, code counts, and a selection of related quotes.

The findings are grouped into two sections: a Summary of Findings Overall, based on analysis of all comments for each sub-topic and
theme, and Sub-analyses by Race and Gender. The latter highlights notable differences or contrasts when themes were analyzed by

race and gender. It should be noted that those findings do not discuss race and gender for every theme, as in some cases comments
reflected a racial or gender composition similar to that for the survey overall, and in other cases the sample size was too small to be

able to compare differences meaningfully.

Finally, in presenting the findings, the level of detail both in the narrative summary and volume of illustrative quotes is generally
proportionate to each Theme’s prevalence among all comments. Themes with the largest number of comments are discussed in
relatively greater detail and have the largest number of quotes. Quotes were also selected to reflect respondents across diverse
races and gender. Finally, to preserve authenticity, quotes are included without modification or notation for typos or grammar.
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TOPIC

1. WORKPLACE AND ORGANIZATIONAL CULTURE

Workplace and Organizational Culture elicited 752 comments spanning four sub-topics: Overall Vision, Commitment and Progress
on Equity; Leadership and Accountability; Workplace Culture; and Equity Learning and Capacity Building. The Dashboards below
include summaries of key themes for each of the sub-topics, along with selected quotes and code counts.

DASHBOARD 1.

CODE
SUB-TOPIC THEMES COUNT
inequities exist/remain 23
OVERALL VISION, COMMITMENT, PROGRESS priority/making progress on equity 77
making progress/more work to be done 90

Introduction
This sub-topic includes comments about Portwide vision for, prioritization of, commitment to and progress on diversity, equity and

inclusion.

Summary of Findings Overall

e Nearly 80 comments characterized the Port’s efforts on equity in positive terms, including perceptions that equity is a clearly
stated priority, that equity efforts have been positive, and/or that there has been good progress.

e An additional 90 comments, the largest share in this sub-topic, gave a more mixed view, recognizing the Port’s efforts, while
also acknowledging more work needs to be done. Numerous comments cited the need to expand who is involved in the Port’s
equity efforts, particularly employees who have been least accepting or most resistant to equity efforts.

e Twenty-three comments said that inequities exist and/or persist at the Port, especially due to an entrenched white male
power structure. Some of these comments also recounted personal experiences of racial discrimination.

Sub-analyses by Race and Gender
e Among respondents who provided comments on this sub-topic, and identified their race, a greater percentage of whites
described equity efforts in positive terms (58 percent) and a smaller percentage commented that inequities exist or remain (26
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DASHBOARD 1.

percent) than compared with their representation in survey responses overall (49 percent).

e In contrast, respondents of color with comments on this sub-topic were more likely to comment that inequities exist or remain
and/or that more work needs to be done (17 percent of comments were from respondents identifying as Black/African
American and 18 and 22 percent as Asian American) compared with their representation in the survey overall (8 percent and 9
percent, respectively).

e By gender, females were also less likely to comment positively (21 percent) and more likely to comment that more work needs
to be done (47 percent) compared with their share of survey responses overall at 37 percent. In comparison, those who
identified as males were 47 percent of positive comments and 51 percent of comments that more works needs to be done,
while being 57 percent of survey responses.

Selected Quotes

“Its forcing people to address it and talk about all of it. Proud that the Port executives and leaders are making room for change.”
“the Port of Seattle has been taking huge strides at improving the diversity, equity, and inclusion. As a person of color | can
remember being asked by a manager if | did windows. At the time | was bringing in coffee to a meeting that my department was
hosting. | also remember being passed over for consideration for internal promotion in order to promote whites.”

“I know the Port of Seattle is not perfect, but | believe they are truly working to make a more equitable organization for all. The Port
is leaps and bounds ahead of my last employer and | really respect this work. | am proud to work for the Port and appreciate the
continued focus on equity!”

“Given that much of the leadership is from the dominant culture (i.e. white), it will take time for them and others to exercise their
equity muscles so these conversations and considerations are more front and centered than they already are. | believe there's an
honest effort happening here from leadership, but we still have some way to go until this becomes the default/ norm.”

“Many organizations within the Port on DEl and/or change has a mindset of ‘IT TAKES TIME.” My question ‘how much time.””

“I think a lot more work needs to be done, but | think we are on the right track.”

17




DASHBOARD 1.

“Recently, sense forming OEDI, the Port has conducted many caucusing; encouraged dialogue about BIPOC experiences. This is good-
-BIPOC can express this openly without retaliation; however, non BIPOC leaders are good to hear but uncomfortable to speak up or
take a real stand.”

“You see the same people self select and participate in equity and diversity events and the same people sit out. It felt as though
people were continually joining but it does seem to have plateaued it feels like.”

“The Port is trying but | am concerned about those who aren't engaged. Why?”

“There are pockets that inclusion, discussion and embracing black and bipoc people is not happening at all. Actually quite the
opposite. | think that we are seeing some great progress - where its visible...but the negative and the bad behavior is there and in
some areas getting worse.”

“I think we are moving towards a better understanding of these things, but | still feel like everyone, including myself, is learning how
this is relevant and integral at the Port of Seattle. | think white employees still struggle with how to recognize inequities and respond
to them.”

“Appreciate all the learning options and experiences with other Port employees. Wonder about the folks who refused to turn on their
screens and participate in break out rooms during the required equity trainings. Hoping we can get folks of differing opinions a voice
and hope they don't just stay silent, arms crossed, and faceless.”

“When | first was hired to the port | received comments about being ‘spicy’ or how a coworker was hiring ‘my kind’ to do work on
their house. | have been told multiple times to speak English because they can't understand Spanish. The Port of Seattle has a long
way to go concerning equity, diversity, and inclusion.”

“The work culture tells BIPOC employees to keep your head down, do not complain, ask for anything or expect forward advancement.
It also screams that BIPOC's cannot be emotional, have a bad day or make a mistake. The work culture lacks racial diversity in nearly
every grade above 25.”
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DASHBOARD 2.

CODE
SUB-TOPIC THEMES COUNT
voicing concerns/accountability 108
LEADERSHIP AND ACCOUNTABILITY Port leaders as equity champions 28
leadership diversity 21

Introduction

This sub-topic includes comments about several themes: whether Port leaders are seen as champions for equity across the
organization, including ensuring diversity at senior or executive levels; and whether respondents feel that employees can voice
concerns about racism and inequity and have those concerns addressed.

Summary of Findings Overall

e The largest share of comments in this sub-topic was about voicing concerns regarding racism, discrimination or inequity.
Almost all of the comments were negative (100 out of 108). Prevalent thoughts included: employees not feeling safe speaking up
and remaining silent for fear of retaliation, lack of confidence that the Human Resource Department can effectively address

concerns, and the difficulty of raising issues to managers in situations where the manager is the source of concern.

e Comments about Port leadership championing equity were a mix of views, with 40 percent affirmative. Comments cited Port
leaders communicating openly, setting examples, focusing on systemic changes, and creating space for employees to be
involved. The remaining comments were more critical, expressing the need for leadership to continue voicing commitments,

encouraging more widespread employee participation, and ensuring dialog leads to real results.

e There were also a number of comments about leadership diversity. Almost all of these (18 of 21 comments) expressed a need

for more diversity at the highest levels — the Executive Leadership Team and Commissioners.

Sub-analyses by Race and Gender

e Among the 100 comments of concern regarding voicing concerns about racism, discrimination or inequity, respondents who
identified as Black/African American and multi-racial were a greater share of these comments (13 percent and 10 percent,

respectively), compared to their share of survey responses overall (8 percent and 6 percent, respectively).

e Respondents who reported identifying as white comprised fifty percent of the same group of comments, roughly on par with

their 49 percent share of survey responses.

e By gender, females were also a greater share of these concerns (55 percent compared to 37 percent in the survey overall),

19




DASHBOARD 2.

while males were a smaller share (32 percent of these comments, compared to 57 percent in the survey overall).

Selected Quotes

“Many BIPOC may feel less inclined to speak up and speak out for fear of blackballed by managers and fellow employees, as well as
lose their positions.”

“If you raise a concern about your manager/director/chief, it could impact your promotional opportunities, performance evaluation
and pay. Until there is a zero tolerance/no retaliation policy applied to senior leaders, employees will not feel comfortable bringing
issues forward.”

“Even though | would and have reported bias and discrimination, | am 100% confident that NOTHING would be done about it. Our
values are a JOKE! They are not even worth the paper they are written on. This is NOT a safe place to work for women or BIPOC
people and if you happen to be both a woman and a BIPOC person then this is a terrible culture to work in.”

“I've been impressed that at the executive and leadership level the Port is engaged a quest to epically reframe, grow and adapt its
culture.”

“I don't believe | would be heard if | were to bring up equity issues in my department without retaliation. Management is smart
enough to retaliate without anyone being able to prove it.”

“How is issues with diversity, equity and inclusion going to get addressed if there is no accountability? There is a genuine fear of
retaliation or of not wanting to cause problems. If you speak up, you are a trouble maker. You can say that rules are in place against
all of this but everyone knows that these rules only apply to certain people and not everyone. Maintaining the status quo is a big
deal. There are people who are just waiting out their retirement and want to not do anything whatsoever that could potentially
jeopardize their retirement. Because of this, issues just get swept under the rug or heads get buried in the sand.”

“When people came from different cultures/countries, they are not always comfortable talking about how they truly feel openly. It
can be due to that is part of their cultures (being reserved). Just because they are quiet, that doesn't mean that they have their own
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concerns. Who will the Port address this kind of situation? We can't just say, ‘if you have concerns, speak up.’ That can give them a
lot of pressure, and have them be quieter.”

“Who knows if i say some things, they will never let me to interview for any position. | don't wanna loose my job.”

“I think the Port's leadership like Steve and Lance and some ELT and directors are advocating for better inclusion, creating space in
news. And | love it. There are also colleagues who are anti-change. We need to think about how to face neutrality and tolerance head
on. | am no longer comfortable with "tolerance" as a standard.”

“With mostly white males in high positions, the question about BIPOC adding to the decision making is impossible, since the ones
that hold the most power and do the decision making, are not BIPOC. Even if BIPOC opinions are sought out, in the end, it's the white
males making the decisions.”
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CODE
SUB-TOPIC THEMES COUNT
open dialog 59
welcoming cultures 31
WORKPLACE CULTURE BIPOC input in decision making 38
white concerns and discomfort 81
all people are equal/should be colorblind 77

Introduction

This sub-topic includes several inter-related themes related to workplace culture and equity, including whether there are
opportunities for safe and open dialog about diversity, equity and inclusion; whether the work environment feels welcoming to
employees of different backgrounds and cultures; and whether input from employees of color inform decision making.

Summary of Findings Overall

Most comments about open dialog expressed concerns (46 of 59 comments) including fear of backlash, discomfort discussing a
sensitive topic like race, and fundamental disagreements with equity values.

Similarly, comments about the work environment being welcoming to all cultures were mostly negative (29 out of 31
comments). A recurrent concern expressed was employees of color experiencing disrespect, racism, and/or lacking voice.
Related to the previous point, almost all comments about BIPOC input into decision making were concerns (31 out of 38
comments). Comments described BIPOC employees’ input not being heard and/or valued, especially at the highest levels of
decision making and particularly for people who are less proficient in English; and when they do participate, being tokenized.
80+ comments said that the Port’s emphasis on racial equity and non-white groups has created discomfort, marginalization,
and at times amounts to reverse discrimination against whites. Many comments shared concern about the lack of affinity
groups for white employees, while others said they felt being white is undervalued, or even a liability such as when it comes to
hiring or promotions. Others felt the Port’s equity efforts are identity politics and should not be part of operations, while others
believe too much time is spent on it.

Related to the above, there were also numerous comments suggesting that the focus should be on a “colorblind” approach of
treating all people equally, instead of a racial equity approach that seeks to address inequities for specific groups.
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Sub-analyses by Race and Gender

e Among the comments of concern about open dialog, welcoming cultures, and BIPOC input into decision making, there was a
general pattern of white respondents being a smaller share of the comments and respondents of color comprising a larger
share, compared with their share of survey responses overall.

e In contrast, the comments that the Port’s emphasis on racial equity and non-white groups has created discomfort and reverse
discrimination against whites, were more commonly expressed by white respondents (62 percent) compared to their
representation in survey responses overall (49 percent).

Selected Quotes

“I believe that in the broad sense, issues related to EDI can be openly spoken about, but on a team to team basis | feel like there is a
less open channel of open conversations.”

“For many at the Port, equity, diversity and inclusion are new topics that are we are wary of discussing openly for fear of personal or
professional backlash. It is hard to know what level of discussion is generally acceptable in day to day conversation with fellow
employees.”

“I think an attempt is made within my organization to include POC and minority groups, however there are still quite a few
inappropriate things said, often tacitly approved by supervisors, and there is minimal to no effort made to help bridge the gap. All
attempts are "come do what we do" and not "let's do what you do", and when one doesn't participate they are no longer asked to
participate with no conversation as to why. Minimal attempts are made to make people feel included. Bringing issues up almost
always backfires on the individual raising the concern and very few of the majority crowd are ever disciplined for their actions.”

“This topic makes people nervous, so they avoid opportunities and/or conversations. | think it is important to continue encouraging
people and make them feel safe that it is OK to talk about race.”

“BIPOC employees feel under-valued, under-compensated, under-promoted and that they have to work 10x harder/more than white
employees. Often the BIPOCS are more educated and experienced yet WE receive less than favorable ratings/raises and
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opportunities. When WE express these concerns we are often considered "problem" employees. Culturally speaking some cultures
particularly the AAPI community some are taught to never ask for anything. So if a manager/supervisor doesn't insist on training,
development and opportunities then it likely will never happen for those employees.”

“For the most part, BIPOC individuals are respected and valued, but voices are often silenced because they operate in a culture that is
dominated by other voices and systems.”

“It very much depends on which department you work in. There is a Port culture, and there are also mini-cultures in departments.
Some are more or less supportive and respectful in words and actions to BIPoC employees and communities.”

“As far as the actual daily work, the opinions of employees of the BIPOC community are not taken seriously, ignored, not even asked,
and patronized at best. | find this to be insulting and hypocritical. It feels that you are only on the team to fill a department mandate
to have a BIPOC employee on your team, however, they are not invited to contribute to solutions or even discussions.”

“Inclusion indicated visibly but there is a sense of exclusion deeply felt without saying words or actions.”

“It's difficult for diversity, equity, and inclusion to be a part of the work culture when most managers, directors, and executives are
white males. Most of the Port's diversity comes from low level positions and is not spread out evenly amongst all pay scales.”

“The Port has a long way to go and | am glad to have the oppotunity to answer the survey questions truthfully. As an Asian woman at
the Port, in my years at the Port, there have been time, my ideas are not listened to unless it is presented by a men. And yes, there
have been time where | asked a white men to carry my opinion and idea forward. A man and woman can say the exact same thing,
but how the message is received is different; how the person receives the message depends on their race, gender and listening skills,
which all have its on biases. So, | am happy that the Port is having this honest conversation.”

“With mostly white males in high positions, the question about BIPOC adding to the decision making is impossible, since the ones
that hold the most power and do the decision making, are not BIPOC. Even if BIPOC opinions are sought out, in the end, it's the white

males making the decisions.”

“As a caucasian person working at the Port, | feel as if the Commission and leadership has placed so much emphasis on EDI that it's
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starting to creep into ‘reverse discrimination.””

“As a white male who has worked at the Port for more than 20 years, | feel left out. There are social groups for everyone except
white males. There are situations and events, and even jobs, where it seems that white males need not apply. | don't seem to belong
anywhere. Do | belong at the Port? For the most part, | ignore the culture-oriented events and programs and let others do their
thing. | remain at the Port because my job works out ok, and my commute is actually quite favorable. | definitely don't feel included.”

“| feel like its almost going to far the other way. | was always taught to take people for who they are not what color they are or how
they identify.”

“I think there needs to be a group for white males to belong to - Hispanics, Blacks, Asian, Pacific Islander, LGBTQ, Women, they all
have groups to support and advocate for each other in the work place. | feel it can be a disadvantage to be a white male that works
at the Port. And no one, regardless of heritage, should feel that way here. We are not celebrated in Port culture.”

“Is their a such thing as over-equity?”

“The Port has created a somewhat hostile environment towards white people, especially men. Definitely a feeling of white men not
having a voice.”

“Equity does not equal Equality. Treat all people equally, be a truly color blind organization.”

“I don’t believe racial equality needs to be considered. | have never felt like any certain race has had a disadvantage here. | feel like
the moment you start breaking things down by race you are building a racial divide.”

“| feel these views are being pushed down our throats too much. | understand there are current issues that need to be addressed.
However enough is enough, people need to treat people equally regardless.”

4

It's hard to concentrate on your job when constantly worrying about offending someone! This has been shoved in our face to the
point where it's almost reverse discrimination! Equal treatment can be achieved without putting any one group on a pedistle!”
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CODE
SUB-TOPIC THEMES COUNT

EQUITY LEARNING AND CAPACITY BUILDING quality, quantity, and impact of equity activities 119

Introduction
This theme centers on Portwide equity learning and capacity building, especially activities led by the Office of Equity, Diversity and
Inclusion (OEDI). Comments in this grouping are about quality, quantity and impact of Portwide equity efforts.

Summary of Findings Overall

About two-thirds of the comments on this sub-topic shared concerns or suggestions for how to improve the work, in some
cases along with positive feedback. By far, the most prevalent issue was the lack of time to participate in equity activities,
especially in the context of heavy day-to-day workloads and/or for employees who work off-shift hours.

Other respondents felt there is too much equity activity such as trainings, events and caucuses, while others said there is lack of
support or encouragement from their department leaders to participate. Finally, some felt that employees should not be
required to participate in equity activities.

There were also numerous positive comments about equity efforts, specifically citing book clubs, caucuses and special events as
important spaces for the Port as a whole to engage in this work.

Sub-analyses by Race and Gender

Among the comments that shared concerns or suggestions for improvements in the Port’s equity efforts, most groups of
employees of color were overrepresented compared to their share in the survey overall. This included those who identified as
Black/African Americans (11 percent vs. 8 percent), Asian American (15 percent vs. 9 percent), and multi-racial (15 percent vs. 6
percent). In contrast, respondents who identified as white were underrepresented (43 percent vs. 49 percent).

Females were a greater share of comments on this theme compared with their representation in the survey overall (46 percent
vs. 37 percent), while males were a smaller share (43 percent vs. 57 percent).

Selected Quotes

“Better conversations have started about diversity and racial issues in general. Change Team has really helped to start these
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conversations to help people learn about each other.”

“Finding time to attend any Equity sessions is difficult due to my workload. Port management can scream all they want about
providing this education, but if you don't allow for your employees to attend then | you are screaming into deaf ears.”

“I am never prevented from participating in OEDI trainings and events as long as it doesn't impact my other work, however | don't
think my supervisors/managers have openly encouraged or shared information on these events.”

“While | support the efforts of the Port on equity and inclusion it can be awkward or uncomfortable to express anything but
unwavering support for any of these initiatives brought forward. It can feel like there is no space for critical examination of them, or
to bring up potential unintended consequences. Due to this | believe most questions or concerns go unsaid. This is a risk that could
undermine the effort in the long run.”

“I feel that leadership could do more to encourage participation. Making the caucuses and trainings mandatory would demonstrate
the value and importance that Port leadership places on advancing these issues and would also provide dedicated time within the
work day for staff to participate.”

“I really appreciate the efforts of the OEDI team and our CEO to continually highlight opportunities to learn more about EDI at the
Port, especially related to the book clubs and other events. Learning about institutional & structural racism is the first step to

becoming a good ally.”

“Maybe having equity and inclusion in p-links would help promote the dialog. Also, for represented employees, there are not too
many opportunities to take trainings.”

“Sometimes there are an extreme amount of conversation(s) about this topic that really distracts from normal job duties.”
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TOPIC

2. OPERATIONS AND PROCESSES

Operations and Processes includes 275 comments across three sub-topics: General Integration of DEI in Operations; Role of
Managers; and Specific Operational Areas. The following Dashboards include summaries of key themes for each of the sub-topics,
along with selected quotes and code counts.

DASHBOARD 5.
CODE
SUB-TOPIC THEMES COUNT
general integration in operations 138
GENERAL INTEGRATION IN OPERATIONS - — -
translating policy into action 27

Introduction
This sub-topic included comments on the extent to which diversity, equity and inclusion principles have been integrated into the
operations of departments or teams.

Summary of Findings Overall

e Most of the comments about DEI in operations (109 of 138), described a need for more work to build equity into day-to-day
operations. The prevailing theme was that there are variations across departments in how much DEl is prioritized. Factors
cited include lack of information and know-how on how to integrate equity into the work, attitude and willingness of manager(s)
and/or other team members, and for some the belief that equity considerations are not relevant for their areas of work.

e A smaller number of commenters (29 of 138) noted that their departments or teams have effectively integrated DEI into their
work and/or are actively working to do so.

e A number of comments said it’s important to translate dialog, language and policy into concrete actions and changes. Some
said this is a gap or concern, while others acknowledged that system change takes time.

Sub-analyses by Race and Gender
e Among the 100+ comments citing a need for more or better integration of DEI in departmental work, white, Black/African
American and Asian American respondents were overrepresented compared to their representation in the survey overall.
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Percentages were 56 percent vs. 49 percent, 13 percent vs. 8 percent, and 11 percent vs. 10 percent, respectively.

e Among the same group of comments, the composition by gender was roughly the inverse of that for the survey overall.
Respondents reporting as female comprised 54 percent of these comments (vs. 37 percent in the survey overall), while males
were 36 percent of comments and 57 percent of surveys overall.

Selected Quotes

“I am fortunate to work in a department whereby the Director fully embraces equity and diversity and is actively involved in
supporting our commitment to equity. We are beginning this journey and are ready to make changes within our sphere of influence
and informing the broader port wide initiative.”

“I regularly think about whether or not our department's work has undiagnosed racial inequities - and have discussed it with my
supervisor - and we cannot come-up with any areas where we are not being inclusive. The only thing | can think of is - potentially -
past hiring decisions. It would be helpful to hear about operations and processes that are doing well on the DEI front as additional
comparison points, because a lot of the areas we hear about are those that are problematic.”

“I work in a department that there is mainly all white men. The comments | have heard about races, color, and sexes are not inline
with EDI.”

“I’'m not sure | understand how diversity, equity, & inclusion has a part in operations or processes! Operations & processes are
outlined steps to be followed! Diversity, Equity, & Inclusion shouldn’t be a concern in operations & processes if qualified individuals
are handling their operations & processes!”

“It very much depends on which department you work in. There is a Port culture, and there are also mini-cultures in departments.
Some are more or less supportive and respectful in words and actions to BIPoC employees and communities.”

“More broadly, there is inconsistency among leaders at the Port toward fostering an inclusive and equitable work culture thereby,
creating the challenges for the Port to achieve "A work culture" that embraces equity, diversity and inclusion. When speaking with
cohorts including at recent caucuses, it is surprising to hear about the challenges some employees at other Port operations are
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experiencing but are with apprehension to speak out for fear of retribution or retaliation. Continued work is needed to make the Port
EDI priority "credible" in the eyes of all employees, make "visible" how Port leaders are held accountable to act and behave in ways
that embrace this Port priority to reshape our work culture, to seamlessly incorporate EDI within our "core" leadership responsibilities
and job performance expectations, and that all leaders visibly demonstrate the "passion” to make this happen.”

“There are deep differences between teams, departments and divisions. Some are good at this, some are horrible.”

“There is resistance to dealing with the genuinely systemic issues embedded on many of our more formal processes. To speak of
change at the level of revision of processes is clearly discouraged, particularly any processes that are seen as closely tied to CPO, or

are presumed to have a legal basis. That is just a 3rd rail around here and this really is at the heart of the matter in my opinion.”

“There's always room for improvement -- the Port's focus on equity is still in its earlier phases and so it has yet to be a fully integrated
priority throughout every department, team, etc. But change doesn't happen over night.”

“We are just starting this process but again, aren't sure of what we are doing.”
“Countless words fly around about diversity, equity and inclusion but an equitable amount of action has yet to be included”

“l appreciate all the events the Port has been hosting to have difficult conversations and highlight the importance for equity and
diversity. But again, we need to see the results of those events in acts of equity and inclusion.”

“I hear a lot of equity lip service that is not backed up by accountability and action.”
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CODE
SUB-TOPIC THEMES COUNT

ROLE OF MANAGERS role and impact of managers 79

Summary of Findings Overall

A significant theme across multiple topics was the critical role of managers. Among the comments that specifically referenced
managers, most (68 of 79 comments) cited concerns.

Many noted the important role of managers in determining whether departments’ work is informed by DEI considerations. Some
comments described challenges of department leaders who don’t believe in equity efforts and/or show tepid support for it as
significant barriers to advancing DEI.

Some commenters said they feel unable to voice concerns about racism or discrimination because of unsupportive supervisors,
or because the managers are the source of the concern, and they fear retaliation if they were to speak up.

Some comments were from managers who expressed needs for more support, resources, information and capacity building in
order to advance equity in their teams.

Sub-analyses by Race and Gender

Among the 68 comments that noted concerns with manager roles in relation to DEI efforts, respondents identifying as white
were slightly underrepresented compared with the survey overall (46 percent vs. 49 percent, respectively).

In contrast, respondents of color in some racial groups were overrepresented. This included: Black/African Americans (13
percent of comments vs 8 percent survey overall), Asian Americans (13 percent vs. 10 percent), and multi-racial (10 percent vs. 6
percent).

By gender, the proportion of female respondents who shared comments of concern about managers/manager roles was
significantly greater than their representation in the survey overall (60 percent vs 37 percent, respectively), while the inverse
was the case for male respondents (29 percent vs. 57 percent).

Selected Quotes

“I think that some managers and leaders are on board with promoting equity and racial justice and some are not. | think it is really
key for managers and leaders to openly encourage discussions of equity and inclusion in order for their group to really openly
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embrace it.”

“My leader is a fraud. My leader is not open or tolerant of others. My leader is a hostile, passive-aggressive bully and tyrant. My
leader constantly lies and blames others for shortcomings and bad action. | do not trust my leader. | do not respect my leader.”

“Well-meaning leaders are still at a loss for how to integrate DEI into our operations and processes. They are only starting to
approach it and it's currently treated as a separate matter, addressed in a 10 minute equity moment at a meeting.”

“I think a lot of words are given toward the idea of inclusion, but day-to-day most managers don't make it priority or actually think
anything needs to be changed. Especially managers that have been here any length of time. They're very happy to collect a paycheck
and keep operating under the ‘good ‘ol boys’ club mentality as long as it doesn't affect their position or pay. And HR does nothing to
hold them accountable when complaints are brought, especially if it's a female employee experiencing harassment or
marginalization from a male manager.”

“I don't believe | would be heard if | were to bring up equity issues in my department without retaliation. Management is smart
enough to retaliate without anyone being able to prove it.”

“l feel as if those managers who are in the pool of older Caucasian men need more diversity training for how to respect women and
BIPOC people. It's often not a thought in their head and can be a toxic role as they are in a position of power and lack the
awareness.”

“I want to lead a more diverse, equitable, and inclusive team. But the people | have are the people | have. As a manager with limited
opportunities for hiring | struggle to figure out how to make my team more diverse, equitable, and inclusive with the resources we
have and the hours in the day. Speaking of, we are trying to bolt diversity, equity and inclusion into the existing expectations of our
work. If | were to say let's build an anti racist organization you'd need to stop doing everything and build back up. We haven't
stopped a thing. Still racing at a million miles an hour.”
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CODE
SUB-TOPIC THEMES COUNT

SPECIFIC AREAS assessing and evaluating for equity 19

communications 12

Summary of Findings Overall

e A small number of comments touched on whether teams’ work are evaluated for equity impacts. Most commenters said that
their teams do not, with the most common reason noted being lack of knowledge and tools.

e A number of comments also referenced communications. Some noted appreciation for specific communications tools used to
disseminate information about equity across the Port, while others were more critical.

Sub-analyses by Race and Gender
e Sub-analysis by race and gender on these two themes was not undertaken because the number of comments in each was too
small for meaningful analysis.

Selected Quotes
“I think many staff are unclear about how to assess their work and processes in terms of equity, diversity and inclusion.”

“I really appreciate the efforts by OEDI to normalize equity in our work. | think there's still a lot of work to do to make sure everyone
is operating under a similar baseline of knowledge around equity principles and practices. The trainings help tremendously.
Personally for me, the equity sessions are one meeting out of several in any given day, so sometimes it is hard to retain the
information (more of a me problem, not a OEDI problem). Therefore, having access to the information, the newsletter, SharePoint,
and teams channel has been very helpful. For many of us, this is an added layer of responsibility in our work, so the resources and
guidance is very helpful.”

“The big problem is English as a second language. | feel like, your intelligence, experience, and knowledge is weighted by your English
speaking proficiency. There are employees who have a ton of knowledge and experience, but with English as a second language, it
takes longer time to pass it to others. We should really work on it. Even in the interview process, it is sometimes harder for those, for
whom, English is second language.”
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3. COMMUNITY ENGAGEMENT

Community Engagement includes 60 comments. The following Dashboard includes summary of key themes related to community
engagement, along with selected quotes and code counts.

DASHBOARD 8.

CODE
SUB-TOPIC THEMES COUNT

COMMUNITY ENGAGEMENT community engagement and partnerships 60

Summary of Findings Overall

e Comments about community engagement were a mix of about half expressing needs for improvement, and one-third noting
positive aspects of community engagement.

e Areas for improvement cited included the need for clearer and more fully developed policies and standards for community
engagement; consistency in community engagement across the Port; and culturally competent and equitable opportunities for
all key Port stakeholders to engage.

e A number of commenters noted their department or unit conducts community engagement with an intentional equity lens,
including citing of good examples such as the South King County Fund and Duwamish Valley Community Equity Program.

Sub-analyses by Race and Gender

e Among the comments for this theme, the racial composition reflected a mix of under- and overrepresentation compared with
the survey overall.

e Respondents who reported gender had an equal share between male and female of 47 percent each. This compares with
overall survey representation of 37 percent females and 57 percent males.

Selected Quotes

“Across the port, we need stronger and clearer guidance on best practices for engaging community groups overall and for specific
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projects. This means support for understanding the history and existing relationships, key issues, and the best groups, people, ways
to get new and broad perspectives on issues.”

“External Relations has made some great efforts to include BIPOC voices in certain conversations and input processes but there are
still many stakeholder groups and public processes that continue to be dominated by voices that are not representative of the
broader community.”

“For the programs | work on, racial equity and access are top priorities for community engagement.”
“I think the Port is a community leader in external out reach. However, more employees should be encouraged to assist in this area.”

“It's tough work. Many disadvantaged communities have been left on the outside for so long that it will take a long, concerted effort
to incorporate them into Port decision-making.”.

“Take it seriously. If you plan on dislocating or effecting a community, any community, the Port has a responsibility to clearly
communicate those effects (and predict them) and minimize disruptions to their economic and social life. Do not engage
communities for some sort of moral cover or absolution; it is insulting and undermines your position.”

“The Port would benefit from a clear policy/standard around compensation for external communities/stakeholders that participate in
Port-led community engagement or outreach efforts.”

“There is a strong desire and support for robust and culturally relevant engagement in theory, but in practice | don't see that
happening. There's a lack of guidance about what equitable engagement means or policy for how to do it. For example, how long
should you put out a document for comment? Which communities do you reach out to? When do you need to translate something?
How much should you budget annually for translation? Do you need to translate the draft for comment or the final document? How
do we pay people for their time to participate? Which department should budget for those payments? How do you set up a contract?
etc. There is an effort going on to figure these questions out, but | think to really do engagement equitably and in a way that
recognizes BIPOC communities, we need port-wide policies and more centralized budgets....”

35




TOPIC

4. EMPLOYMENT

Employment included 472 comments across four sub-topics: Recruitment and Hiring; Department Diversity; Professional

Development, Advancement and Compensation; and Gender and Other Equity Considerations. The Dashboards below include
summaries of key themes for each sub-topic, along with selected quotes and code counts.

DASHBOARD 9.
CODE
SUB-TOPIC THEMES COUNT
recruitment 11
RECRUITMENT AND HIRING hiring 74
qualifications and racial equity 105

Introduction

This sub-topic includes inter-connected themes about recruitment, hiring, qualifications and the role of racial equity goals in these.

Summary of Findings Overall

e Among 105 comments about qualifications for hiring, 85 stated that hiring decisions should be based primarily or solely on
who is most qualified and/or performance, not race. Some commented that factoring in race can result in problems including

reverse discrimination, hiring underqualified people, and doing harm to people of color who are hired.

e A small number of comments (11) said racial considerations should be part of hiring decisions due to structural/systemic and
historic inequities that have created disadvantages for some groups.

e Some said that racial equity should be supported in other aspects of hiring. Ideas included creating diverse candidate pools
during recruitment, including through mentorship programs and career pipelines; expanding the definition of “qualifications”;
and working to eliminate racial bias from hiring processes.

Sub-analyses by Race and Gender
e Among the 85 comments that hiring decisions should be based on qualifications or performance and not race, white

respondents made up about the same proportion as in the survey overall (49 percent). In contrast, employees of color in most
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racial groups were a smaller share compared with their share in the survey overall. Black/African American (2 percent vs. 8
percent), Asian American (1 percent vs. 8 percent), Hispanic/Latinx (1 percent vs. 3 percent), multi-racial (1 percent vs. 6
percent), and Native Hawaiian/Other Pacific Islander (2 percent vs. 3 percent).

e Females were also underrepresented in this viewpoint, comprising 15 percent of comments compared with 37 percent of all
survey, whereas males comprised 55 percent of these comments compared with 57 percent of the survey.

e Among the 73 comments expressing concerns about hiring, white respondents were slightly underrepresented compared to
the survey overall (47 percent vs. 49 percent), while employees of color in some racial groups were overrepresented, notably
Black/African American (14 percent vs. 8 percent) and Asian American (10 percent vs. 8 percent).

Selected Quotes

“I feel like it is unfair to bring race into a hiring process or a promotion. | should not matter what race you are and if you are pushing
to hire or promote someone of color over a white person even though the white person is more qualified that would be racist. The
most qualified person no matter what race should be the one for the job.”

“I have been involved in at least 10 hiring processes at the port. NEVER ONCE have | looked at color or gender to help me determine if
| think someone should be hired or promoted. The most qualified candidate should get the job always.”

“I just want qualified good people in positions regardless of race, sexual orientation, politics, or religion. | think it is great that the
Port wants to be sure that everyone has equity of opportunity and that no one is discriminated against. That is a good and noble
goal that | stand behind. That being said, it is starting to feel like the discrimination is going to go the other way. | have come to the
conclusion that, as a white male, my long term opportunities at the Port have been artificially capped. It leaves me thinking that |
have progressed in my career as far as | can. That may be ok with the Port and if that is the case | understand, but | don't think there
is transparency around this. | think if this is the new policy, | would just like the courtesy of knowing. Like everyone else here, | am
just trying to support my family as best | can.”

“In fair hiring practices, it seems to me that if the KSA's, general qualifications, and the interview process are the same across the
board regardless of background, it could potentially put some groups at a disadvantage as we are not all starting with the same level
of opportunity or advantages/disadvantages. How can we make sure the hiring practice is "fair", but also takes into account systemic
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issues such as lack of funding, education, and job opportunity disparity?”

“The hiring and promotional process should only be based only on merit. To factor in diversity in any way would be a mistake that
could lead to injury or death. | would not feel safe at work if a less qualified or less capable person was hired or promoted over a
more experienced, skilled, and competent person.”

“Ultimately, the most qualified candidate with the best experience and skill set should get a position or promotion. | do think that
equity needs to be considered, but | don't think that someone should be promoted or hired mostly for equity consideration, if they
aren't the strongest candidate as it related to being effective in that role.”

“I disagree that you can both work to hire the most qualified and according to racial diversity. You can do one or the other. | support
hiring for racial equity.”

“Diversity and inclusion is a very good words and good initiative. but it must be achieved by hiring, training and giving chance to
the minority within.”

“when it come to hiring even in labor job. race is very important. being white is always privilege. even when asks HR what is the
reason | was not selected? they even not really care to respond to your Email. if your not white”

“The Port should considering hiring more junior level positions or recent college grads to provided opportunities to people from
diverse backgrounds who may not have experience. | believe this would help the Port develop a pipeline of diverse talent and be
more inclusive.”

“Words should come with actions. As stated before, the way job descriptions are written exclude people of color. Do you need a
degree for everything. You have people qualified to do the job but hire from the outside and ask the person who you didn't give the
job to train the new person. I've seen non-people of color have opportunities and are groomed for positions. Job sharing and
internships don't lead to any type of promotion or opportunity to move up.”
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SUB-TOPIC

CODE
THEMES COUNT

DEPARTMENT DIVERSITY

department diversity 40

Summary of Findings Overall

e Among comments about diversity in departments, the majority described a lack of diversity in specific teams, while a minority

expressed the existence of diversity.

Sub-analyses by Race and Gender

e Among these comments, respondents identifying as white had similar representation as in the survey overall (55 percent).

Selected Quotes

“1)We need more women in the trades. 2) We need more BIPOC in the trades.”

“It's difficult for diversity, equity, and inclusion to be a part of the work culture when most managers, directors, and executives are
white males. Most of the Port's diversity comes from low level positions and is not spread out evenly amongst all pay scales.”

“The Fire Department has had a strong emphasis on diversity, equity, and inclusion for many years. We consider it in our recruiting
and promotional processes as well as many other functions of the fire department.”

“It does feel as thought the Port is finally addressing EDI, but the Fire Department has been doing so for quite some time.”

“There is an obvious and noticeable lack of BIPOC representation in leadership positions in the Sea Port and those departments that
support the Sea Port. ZERO in Real Estate, ZERO in Environmental, only one in PMG, etc.”

“We need an airport team that resembles the communities around the airport.”
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CODE
SUB-TOPIC THEMES COUNT
advancement 80
PROFESSIONAL DEVELOPMENT, ADVANCEMENT AND ob classification and compensation 72
COMPENSATION J : B
professional development 56

Introduction
This sub-topic includes comments on inter-related themes of job advancement/promotions, professional development, and
compensation.

Summary of Findings Overall

On the theme of job advancement, almost all comments were about concerns or needs for improvement (78 out of 80). The
most prevalent issue cited was favoritism of white males in promotion decisions, including longstanding “good old boys
networks” that create barriers for employees of color outside of those networks. Another issue noted was the perception that
external hiring is often prioritized over internal promotions.

Similar to job advancement, almost all of the comments about professional development cited need for improvement (50 out
of 56). The most frequent concern was heavy workloads significantly limiting time available to attend trainings, though there
was also acknowledgment that professional development opportunities are offered, in some units quite plentifully. Others
commented on difficulties obtaining manager approval for trainings, limited training budgets, and lack of mentorship resources.
Regarding compensation, many comments expressed frustration about pay inequities both within and across departments as
well as by race and gender. Other concerns included job classifications/evaluations being outdated, subjective and not
matching pay levels; pay being tied to seniority rather than performance; and lack of compensation for language skills.

Sub-analyses by Race and Gender

Among the 78 comments expressing concerns about job advancement, white respondents were underrepresented compared
with the survey overall (37 percent vs. 49 percent), while respondents of color from some racial groups were overrepresented,
notably: Black/African American (18 percent of comments vs. 8 percent in survey overall) and Asian American (18 percent vs. 8
percent). Employees reporting as Hispanic/Latinx, Middle Eastern North African (MENA), and American Indian/Alaskan Native
were also overrepresented but had small sample sizes.

By gender, respondents identifying as female were also overrepresented (45 percent vs. 37 percent) while male respondents
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were underrepresented (42 percent vs. 57 percent).

e Similar to job advancement, the comments about professional development needing improvements were slightly
underrepresented in white respondents compared to the survey overall (48 percent vs. 49 percent), while respondents of color
from some racial groups were overrepresented including Black/African American (14 percent vs. 8 percent) and Asian American
(14 percent vs. 8 percent).

e Comments about compensation and job classification followed a similar pattern. White respondents were underrepresented
(36 percent vs. 49 percent of survey overall), while several employee groups of color were overrepresented: Black/African
American (10 percent vs. 8 percent), Asian American (18 percent vs. 8 percent), and multi-racial (14 percent vs. 6 percent).

Selected Quotes

“Leadership knows there is a problem but chooses to turn a blind eye. If you are white, you will promote. You do not have to prove
yourself, you are given a chance to prove yourself. If you are a white man, you come first. Period. We call it favoritism. It hurts moral
and sets up no confidence in leadership.”

“l can go to training but there isn't always TIME to go or time to take on an entire series of training. | am a white female. |
understand there is an importance for non-white to have more equal rights, over due by decades but | hope you realize that the
GOOD OL' BOYS are alive and well at the Port. I've been in the same position for over 20 years with white males getting promoted,
and hired above me. Yet they are not required to know the job or know/learn the technology to do their job. That is left up to me by
my white male manager”

“This is a good ‘good ol'boys’' club’ at the Port of Seattle or CROYNISM when it comes to hiring or getting promoted. Merritt or
experience does not matter - what matters is if you are ‘connected.””

“The Port promotes old white men to management positions and expects the company to be diverse, inclusive, and respectful? These
men are given huge incomes with little accountability, and little regard to their effective or ineffective management performance.
Our managers kiss up to our directors and paint rosy images of their direct reports or respective departments and their
responsibilities, but don't actually do anything themselves. Port's HR doesn't hold managers accountable or cultivate their leadership
further and this is where all the problems stem from....Everyone knows that the Port will not fire an individual unless they absolutely
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must or it's as a reaction to something easily documentable. "Bad Managers" don't get fired; the company has to wait for them to
retire, move on, or hopefully become a good manager at some point. If the Port is going to continue to promote old white men to
positions of power: HOLD THEM ACCOUNTABLE....”

“There is a ton of training at the Port, but my job and all of the people that work at Fishermen's Terminal are in operations, which
means we have customers calling and stopping by the office and support work to do. It is very difficult to be in all of the training and
do the type of job that | expect from myself.”

“My interest in memberships and training has been denied every year but | have seen managers in the same department below my
grade were being developed with memberships and certification that | was not approved for.”

“Sometimes, | have to beg for the training opportunities before being granted.”

“Does not feel like there is parity in compensation, ability to negotiate on salary, or positions across departments. Feels like some
departments work harder, have higher expectations, very specific goals to meet, and get paid less. and others work less, no goal
setting or accountability, were able to negotiate entrance salary, and get paid more.”

“I am glad that we have a third party evaluating compensation because | think the current system is flawed.”

“It doesn't matter how much training or education you have when managers are bias towards you. You get excuses like ‘I didn't
know you had those skills’, “We can only look at how you did in the interview and we are not allowed to look at anything outside of
that, regardless of your skills, abilities and previous work performance’ When it comes to pay we get told that we cannot do anything
unless we conduct a review and that could take a while. Then no review is ever done and each year the pay gap gets wider.”

“I've seen unfairness in compensations. It doesn't make any sense when HR comes with the pay grades for certain group members
higher than another group members who do the same types of work. | feel like whoever has louder voices get paid more.”
“Minorities been getting the short end of the rope for a long time. Taking survey like we don't already know this crap. Really is a
waste of time. Somebody getting paid way to much to keep re-inventing the wheel. You can google these questions. Everyone knows
minorities don't get treated the same as their white counter-parts. The white just look the other way as long as they can stay ahead
of the game. Two years from now we will be taking the same survey. We don't need surveys, we need to go after the Supervisor and
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Managers who gives us low scoring when it comes to a raise. The port is a joke.”

“The Port HR Dept job assessment process is flawed and needs to reflect jobs under a common platform. Why are Aviation jobs
measured higher than Non Aviation. The work is the same but | make less than my Aviation functional areas. This also includes my

staff.”

“The Port is a great place to work. That said, | believe we have to strongly improve our focus on pay equity for actual work performed
and equity regarding promotions; esp. for women and people of color. Since the Port operates primarily on a white male dominant
hierarchy for decision-making with HR as support, women and BIPOC are often overlooked, paid less than their white male
counterparts, ignored, or not inclusively acknowledged, heard or respected.”

“The Port places a high value on employee longevity in determining compensation, which has the effect of discriminating against
high performing younger workers on the basis of their age. Because years of experience are a factor in setting initial compensation
and ad hoc raises are generally disfavored, high performing younger employees are generally compensated in alignment with older
employees who have lower quality work. This also applies to other areas of equity - because most people with longevity in technical
fields are white men, their compensation is then necessarily higher than that of other groups, even if they're performing at the same
level.”

“Women of color at the Port, in particular, Black women, are not compensated as they should or could be. | have heard first hand
accounts of BIPOC women who are highly qualified, experienced and high performing and yet, they are unable to advance or get paid
what their white counterparts are paid. Black women must "perform" for their advancement to unbelievable high standards while
more "middle of the road" performers who happen to be white males are promoted and pursued with far less need to "perform"
their way into their advancing roles.”
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CODE
SUB-TOPIC THEMES COUNT

GENDER AND OTHER EQUITY gender and other equity considerations 34

Summary of Findings Overall

e A number of comments called for consideration of other aspects of equity besides race, with gender equity mentioned most
often. Gender inequity was cited in several areas from hiring to advancement to compensation.

e Other groups who face inequities were also mentioned including people with disabilities, and the LGBTQ+ community.

Sub-analyses by Race and Gender

e Among this group of comments, 65 percent of respondents who reported race identified as white. Another 18 percent
identified as multi-racial (vs. 6 percent in the survey overall), while 12 percent identified as Asian American.

e The gender composition for these comments also was overwhelmingly female (74 percent), compared with 37 percent in the
survey overall. In contrast, respondents identifying as male were 15 percent of these comments and 57 percent in the survey.

Selected Quotes

“...it would be nice if the Port wanted to be equitable for ALL genders and all diversity characteristics. Systemic racism and sexism
(and other forms of discrimination) are intersectional and rooted in the hierarchal system in place at the Port.”

“I can't speak about racial equity and pay, but | can tell you there is pay inequity between genders. | do the same work as three male
colleagues and | am three pay grades below them. This is because the job title my work is given is different. | do not have the time or
the energy to put into getting my job re-evaluated or get the promotion to be fairly compensated by comparison. It's not enough to

just look at job titles and look at pay of people in the same job title and then say it's equitable. It's not.”

“I know the focus on EDI right now is on race - but | just want to call out that diversity and inclusion also includes people with
disabilities, religion, LGBTQ+, etc...”

“I wish we could include gender equity in the conversation more often.”
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5. CONTRACTING

Contracting includes 95 comments. The following Dashboard includes a summary of key themes related to contracting, along with
selected quotes and code counts.

DASHBOARD 13.

CODE
SUB-TOPIC THEMES COUNT

CONTRACTING WMBE and supplier diversity 96

Summary of Findings Overall

Among comments about contracting, including efforts to support WMBE and supplier diversity, two-thirds shared concerns
and/or ideas for improvements, and about one-third were positive, neutral or stated that their department or team is able to
achieve WMBE or supplier diversity goals.

Concerns mentioned included the need for: reduced barriers and more streamlined processes for BIPOC contractors; addressing
lack of WMBE availability for certain services; and expanding outreach to a broader universe of suppliers and vendors.

Similar to thoughts expressed about diversity goals in hiring and advancements, some comments questioned whether WMBE
goals should take precedence over quality goals.

A number of commenters also said that the Port’s Diversity in Contracting team does a good job.

Sub-analyses by Race and Gender

Respondents of color from some racial groups were a greater share of comments expressing concerns on this theme,
compared with their share in the survey overall, including: Black/African American (18 percent vs. 8 percent) and Asian American
(13 percent vs. 8 percent). Respondents identifying as Hispanic/Latinx and multi-racial also had a greater share of these
comments but based on small sample sizes.

The gender composition for these comments included 55 percent from respondents identifying as female (compared with 37
percent for the survey overall), and 47 percent males (compared with 57 percent of the survey overall).
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Selected Quotes

“Again, Why are you asking us to look at color. We want quality vendors, we do not care what color people are. Color has zero effect
on who | choose to do business with.”

“Black Contractors are not used at the port equally”

“current Port Contracts and specifications make it difficult for small businesses and WMBEs to win contracts. Contracts and
specifications are complex, requirements can be expensive and there are language barriers. Legal language can make it very difficult
for WMBE to understand and may deter businesses from bidding on contracts”

“It is far too easy to game the contracting system here at the Port and allow for repeated use of big business versus contracting with
small and WMBEs. It is also much too complicated for WMBEs and small businesses to get to do business with us in the first place
and it places significant barriers to them even trying.”

“Diversity in Contracting does a good job balancing WMBE availability and inclusion goals.”

“I really like that the Port of Seattle supports small business, but | don't understand how it's legal to require contracting with a group
of service/good suppliers that exclude white men only. When | think about supporting small businesses owned by women &
minorities, it feels really good. | support it. But then when | think about supporting small businesses owned by everyone except for
'white men,' it doesn't feel as good.”

“State laws need to change in order to provide equitable opportunities for WMBEs. Culturally, Port employees need to be trained to
understand WMBEs are just as capable as white owned, large firms. Many times Port employees score WMBEs harder as they are
unknown and need more mentoring--and port employees are consistently tasked with delivering faster so nobody has time to
train/mentor new vendors.”

“In my opinion we need to extend our outreach and budget more funds to increase our WMBE and DBE partnerships.”
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EDI Assessment Listening Sessions/Conversations

Overview

From July 20 to September 17, the Office of Equity, Diversity, and Inclusion organized and held 18 “EDI
Assessment Conversations.” These 90-minute sessions, which were open to all staff, were designed to
achieve the following: to share data from the Equity Survey with staff; to increase our understanding of
data from the Equity Survey; and, to create opportunities for staff to brainstorm creative solutions to
disparities and inequities identified in the Equity Survey.

Every week of the EDI Assessment Conversations had a different theme or focus. For the first five weeks,
the sessions focused on data from one of the five domains of the Equity Survey - workplace culture;
operations and processes; community/external stakeholder engagement and partnerships; hiring,
promotion, and compensation; and, contracting and WMBEs. For example, the first week’s sessions
discussed data regarding workplace culture, the second week discussed data related to operations and
processes, and so on. For the sixth week, the sessions focused on the role that supervisors play in
leading us to become a more equitable and anti-racist Port. The sixth week focused on the role of
supervisors, because it was a prominent theme that emerged from both the qualitative data of the
Equity Survey and from the first five weeks of EDI Assessment Conversations.

In total, there were 283 people (including repeats) who participated in the EDI Assessment
Conversations. Deduplicating that number, a total of 155 individual staff participated in at least one EDI
Assessment Conversation. Of those 155, 49 were from Aviation, 17 from Maritime, 85 from Central
Services, and 8 from Economic Development.

Process

The EDI Assessment Conversations were announced and advertised to staff through Port-wide emails
from Executive Director Metruck and Senior Director Gheisar, Compass, and What’s Happening.
Additionally, at the department-level, members of the Change Team informed their colleagues of the
events and encouraged participation.

All sessions were held on Microsoft Teams, and they were facilitated by members of the Change Team
and OEDI staff. Each week, staff had three options for participation — early morning (6-730am), daytime
(between 9am-330pm), and early evening (5-730pm). Early morning and early evening session were
offered so that employees who work non-traditional hours or off-shifts had opportunities to participate.
While the early morning and early evening sessions were not as well attended as the daytime sessions,
there were employees from Aviation and Maritime who reported being able to participate because the
sessions were held during non-traditional work hours.

Every session was 90 minutes. During the first 30 minutes, OEDI staff reviewed the agenda, established
group expectations for participation, and presented a set of data from the Equity Survey that illustrated
an inequity or pattern of disparity. Instead of viewing the totality of the survey data at one time, each
session focused on a specific issue and set of data in order to target and focus the discussion. As a result,
the recommendations for improvements are specifically related to the data and issues of the sessions.
For instance, during the sessions that focused on workplace culture, participants were shown
guantitative and qualitative data that identified the following pattern of racial disparity: “The opinions
of BIPOC employees are not sought out, valued, and fully considered in decision making.” Then,
facilitators walked participants through a process and conversation to assess the root causes of the
inequity, or pattern of disparity, and to brainstorm ideas for addressing the inequity. Mural, a web-



Appendix E

based interactive white board, was used during the discussions so that participants could write their
ideas and see the ideas of their fellow participants. This allowed for both written and verbal
participation, and Mural served as a tool to capture notes from each session while preserving the
anonymity of respondents.



Findings
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After the conclusion of the EDI Assessment Conversations, the Mural comments and notes from each week were consolidated and sorted for
common themes and ideas. Below is a summary of the notes and recommendations from the sessions. These recommendations came directly
from the feedback and perspective of Port employees who attended the sessions.

Domain

Inequity

Root Causes

Ideas for Change

Workplace Culture

The opinions of BIPOC employees
are not sought out, valued, and
fully considered in decision
making.

Lack of BIPOC representation
in leadership

Untrained, apathetic, and/or
unsupportive supervisors and
managers

Lack of opportunities for
input and advancement for
BIPOC employees

Bias

Structure

Job Outreach to BIPOC
Communities: Invest in more
targeted outreach to BIPOC
communities

Position Descriptions: add
development language to all
position descriptions
Mentorship program
specifically for BIPOC staff
Hiring and Promotions:
require new positions to be
posted internally first and
prioritize internal
hires/promotions; require
racial diverse hiring panels;
require every panel watch
and discuss bias video
Accountability of
supervisors: require more
EDI training; include EDI plink
goals; make department
demographic data publicly
visible (focus on
demographics of supervisors,
individual contributors/front
line staff, and new hires);
staff evaluations of
supervisors
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ELT: create an ELT position
elected by ERGs; ELT needs
to regularly hear directly
from BIPOC employees
Training: Make time and
funding available for ALL
employees to take EDI
training and participate in EDI
learning activities (require a
set number of hours per
year); community-of-practice
groups for white supervisors
to train and receive support
about how to be an anti-
racist, inclusive supervisor

Operations & Processes

The Port’s work, programs, and
processes are not evaluated in
terms of their impact on racial
equity.

Budgeting and resources
Fear

Lack of BIPOC representation
in leadership

Structure

Lack of training and skills

Budget: have a budget for
specifically evaluating the
environmental impact of
project on communities of
color

Community engagement:
slow down our processes and
timelines so that we have
sufficient time to
meaningfully engage
impacted communities and
staff

Accountability of leadership
Accountability: Project
Managers required to show
evidence of their outreach to
underrepresented
communities for construction
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and goods and services
contracts.

Goal Setting: Mandatory
equity goals for all
departments; EDI plink goals
for all employees; supervisor
goals that trickle down to
employees

Transparency: publicly share
department EDI goals and
progress toward them; make
salaries (and who is receiving
what salary) more public;
centralized and more
communication re EDI efforts
Normalize equity: continue
efforts to train, educate, and
normalize racial equity (e.g.
book clubs, caucusing, lunch
and learns, etc.)

Promotions

In comparison to women and
employees of color, white men
receive unfair and unearned
advantages with regards to job
advancement and promotions.

Lack of accountability
Cultural Norms

White supremacy in the
Workplace

Changing hiring
practices/networking

¢ New standards for
hiring: Lower the
minimum education
requirement, or make it
clear that xx years
experience is equal to x
years of education

¢ More benefits for
minimum/low wage and
front line workers: Give
hourly workers more of
the benefits that salaried
workers get, and ensure
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that our minimum wage
is a living wage.

Provide different
Services: Having
scholarships specifically
for women of color, as
well as daycare services.
Accountability: HR
involvement in hiring
processes, fuller
investigation of claims of
discrimination with
compensation for the
injured parties.

Community Engagement

Across race, Port employees have °

mixed assessments of the
treatment and inclusion of

BIPOC-led organizations in the °

Port’s work and decision-making.

There is a need for stronger o

guidance and consistency in how
the Port engages BIPOC
communities.

Lack of BIPOC
representation in
leadership

Barriers for community
partners

Stakeholder analysis
Lack of clear guidance
and structure for
navigating community
partnerships

Language accessibility:
Develop an Employee
Language Bank to use for
community engagement;
give Port employees the
tools they need to
communicate with
community partners with
various language needs.
Remove obstacles for
community partners:
Create simplified CPO
and paperwork processes
for community partners,
develop a “Best
Practices” toolkit to use
as a community
engagement resource;
bring partners into
decision-making process
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Employee
representation: Diversify
staff at all levels at the
Port — more BIPOC staff
in upper management
and executive roles;
continue trainings on
navigating power
dynamics with
community engagement
projects and partnerships

Contracting & WMBEs

Across race, Port employees have °

mixed assessments of the Port’s

efforts to contract with WMBEs. .

There is a need to reduce barriers
and create a more accessible
process by which WMBEs can
compete and win Port contracts.

Complicated contracting
process for WMBEs
Commitments regarding
WMBEs are unclear or
poorly defined

Lack of streamlined
outreach process
Simplify process,
especially for smaller
projects

Increase support for
WMBEs: Educate WMBEs
on Port practices;
complete thorough
onboarding processes;
provide continuous lines
of support for WMBEs
Diversify firms and
contracts: Expand
outreach to WMBEs;
incentivize Prime
contractors to select new
WMBE sub-contractors,
research existing BIPOC
NPs in the area and how
the Port can support
them

Increase internal training
and understanding of
contracting process:
Define WMBE
commitments and goals
clearly to make external




Appendix E

communication clear;
provide department
trainings for WMBE
outreach and services
Simplify Process,
especially for smaller
projects: Tailor language
(and expectations)
differently for smaller
WMBEs. Reduce overall
amount of paperwork
required.

The Role of Supervisors in
Advancing Equity

To become an equitable
organization, we need the
support and commitment of
leadership, supervisors, and
managers.

Lack of direction and
guidelines for integrating
EDI into work

Lack of support for EDI
efforts from some
supervisors

Lack of standardization of
what equity and diversity
looks like.

Lack of accountability
and consequences when
a supervisor says or does
something problematic
Staff fear retaliation if
they raise equity-related
issues/concerns

360 reviews of
supervisors: anonymous
staff evaluations of their
supervisors to be
included in their annual
review

Include EDI in job
descriptions of all
supervisors: If potential
hires (including those
internally) were required
to demonstrate
commitment to equity
and strategies around
EDI, we could better
support and
institutionalize these
efforts.

Require EDI Performance
Link goals for all
supervisors: include in
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Development, Behaviors,
and Essential Functions
New supervisor
orientations: monthly, a
panel of current
supervisors deliver an
orientation for new
supervisors about the
role of EDI at the Port
and expectation for
supervisors in advancing
these efforts

More time and space for
supervisors to develop
skills: a community of
learning for managers
(strengthen what Tracy
Patterson is already
doing)

Require EDI goals at the
department-level, and
hold supervisors
accountable to meeting
those goals
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The Port of Seattle Change Team
Formation and Self-Assessment

What is a Change Team?

A Change Team is a proven strategy for successful organizational transformation. Change Teams are
used by local governments and municipalities around the country, including in King County and the City
of Seattle. They take different forms depending on the needs of the organization, but there are many
similar elements.

A Change Team brings together a diverse group of people from across the organization who work
collectively to achieve equitable outcomes. It creates a structure for employees to be continuously
trained and developed as leaders in this movement. And it helps us organize and operationalize racial
equity, moving us toward a Port where equity is central to every employee’s work.

The Port of Seattle Change Team was mandated by the Racial Bias and Equity Motion and created

in September 2020. The Change Team is a Port-wide cohort of employees from all departments, teams,
and leadership levels. The
mission of the Change Core

Team is to engage all et e Members
levels of the Portinusing = = (Approx. 70
an equity framework in employees)
their daily work and
decisions. The Change
Team will fulfill this
mission by working with
leadership to develop
Port-wide equity goals,
and by working within
their respective teams to
develop Department-specific equity goals. The Change Team is working toward a vision of a Port that
mirrors — throughout its breadth of operations and services and within its leadership hierarchy — the
diversity of our community, instills principles of equity in its culture, and ensures a fair and intentional
distribution of opportunities with the goal of expanding economic development and quality of life for
all.

To engage all
levels of the Port |

in using an equity
framework in
their daily work

(Approx. 40
and decisions.

directors)

How Was the Change Team Developed?

There are many ways to form a Change Team and many structures for such a group. During the summer
of 2020, OEDI has worked closely with representatives from Human Resources, Organizational
Development, Strategic Initiatives, Aviation, Maritime, and several other departments to brainstorm
ideas about how to develop and structure our Change Team. OEDI identified departments in every line
of business to be a part of the first iteration of this group. (Note: not all departments have members of
the Change Team at this moment, but that is one of our goals for the future.)

Next, OEDI reached out to the directors of the identified departments and made two requests. One,
please serve on the Change Team as a Sponsor, and two, please work with OEDI to identify one to five
members of your department to serve as Core Members of the Change Team. OEDI worked with the
identified directors to ensure that the composition of Core Members is diverse in many senses, including
identities (e.g. race and gender), leadership levels, job functions, and tenure at the Port.
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Who are the Members of the Change Team?
There are two types of members and each have different roles and responsibilities.

1. Sponsors — directors from each department are a part of the Change Team; initially, this will not be
every director, but we hope to build to that. Sponsors provide institutional sponsorship and
accountability. They work closely with their staff who are designated as Core Members to implement
equity principles and practices into their departments. The responsibilities and expectations of Sponsors
include:
e Attend monthly Change Team meetings
e Ensure that Core Members have the necessary support and resources to carry out the work of
the Change Team, including the incorporation of the Change Team into their work plan
e Represent their department at leadership meetings and communicate messages from the
Change Team to their own department
e Continually support department learning and education
e Coordinate, track, and report department racial equity action plans, successes, and
improvements
e Collaborate and build work plans across departments to advance equity goals

2. Core Members — staff from each department serve as the Core Members of the Change Team.
Department directors nominate members of their staff to serve in this capacity. OEDI will review and
finalize nominations to ensure diverse representations of Core Members. The responsibilities of the
Core Members include:
e Serve one 2-year term
e Work approximately 1 — 2 hours per week on Change Team activities
e Attend monthly Change Team meetings
e Champion and advocate for racial justice and model the organizational values
e Work with respective Sponsor to implement strategies and plans to advance racial equity and
social justice across all areas of work within the department
e Provide leadership, facilitation, coaching, and technical assistance within the respective
department to develop goals, plans, and implement strategies for achieving results
e Provide leadership, facilitation, coaching, and technical assistance for Port-wide initiatives
e Continually support department learning and education

Members of the Change Team are trained and supported equity leaders within the Port. They learn to
use a systemic and structural lens to inform creative changes to policies and procedures; they develop a
shared understanding and vision of equity at the Port and champion that vision; and, they have the
responsibility to continue to deepen their learning and the learning of their department/team around
issues of equity, racism, and social justice.

A snapshot of the demographics of the Core Members of the Change Team are as follows:

Division
e Aviation: 24 members
e Corporate: 32 members
e Economic Development: 5
e Maritime: 13
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Tenure
e (0-3years: 24
e 3-5years: 12
e 5-10vyears:9
e 10-15years: 11
e 15+years: 18

Supervisor?

e Yes: 29
e No:45
Race

e Native America/Alaska Native: 3
e Asian/Asian American: 12
e Black/African American: 18

e latinx: 4

e NMENA:1

e Native Hawaiian/Pacific Islander: 2
e White: 41

Core Team Self-Assessment

During the first 6 months of the Change Team, the Core Member participated in monthly, in-depth racial
equity trainings that taught them foundational terminology and concepts, root cause analysis skills, and
tools to evaluate the effectiveness of programs in terms of racial equity impact. After completing their
training, the Core Members were asked to evaluate their ability to advance racial equity. They were
given a series of statements to rate in the following format.

As a result of the Change Team work thus far please rate the below using the following scale.
Green ="l believe | am making good progress in learning this ability."

Yellow = "I've made some progress on this ability, but | think | have more to learn."

Red = "I don't believe | have learned this ability."

Red Yellow Green

Initiate more valuable conversations about the impacts of race with 5.4% 36.5% 58.1%
my team/colleagues (outside the Change Team) than | did prior to
joining the Change Team.

Identify examples of institutional racism at POS (programs or policies | 9.5% 45.9% 44.6%
that work better for white people than for people of color, regardless
of intention).

Articulate to my team(s) the case for why we must commit to racial 8.1% 29.7% 62.2%
equity at POS.

Identify one or more concrete actions that POS has taken to address 9.5% 33.8% 56.8%
racial inequities.

Disrupt situations in which interpersonal racism is present and 10.8% | 54.1% 35.1%
marginalizes team members.
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Articulate to my team(s) the case for why the POS leads its equity
work with race.

5.4%

39.2%

55.4%

Based on this simple self-evaluation, the time and development of this group of employees is

meaningful and several conclusions can be drawn.

e Core Members are growing and pushing themselves to become racial equity champions within

the organization.

e Core Members recognize that racial equity is a process and learning is ongoing.
e Core Members are developing abilities to address racism at both interpersonal and institutional

levels.

e Core Members are developing abilities to identify patterns of racial disparities (i.e., racial

inequities).

e The trainings provided to Core Members have been effective at growing their skills, analysis, and

confidence to do racial equity work.

For this first cohort of Core Members, and for future cohorts, OEDI will continue to evaluate the group’s

progress and development and make adjustments, as needed.
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Common Theme by Division |

TRAINING, HIRING, and SALARY

Training to develop a discrimination-free work environment, equitable
access to the tools and software needed, advertising to reach a broader
diverse audience, and conduct periodic salary equity reviews.

EXTERNAL AFFAIRS

Duwamish Valley Community Equity program, Port 101, Boat Tours, and
Crisis Coordinator program supporting homelessness and mental health
crisis.

with BIPOC groups
Increase the percentage of the dollar spent with WMBE and SBE firms.

Common Theme by Division |

ACCESSIBILITY

for passengers with functional needs, wheelchair accessible vehicles,
accessible languages.

OUTREACH ACTIVITIES that reach diverse communities

joint promotional projects with our airline's partners, Interfaith Prayer &
Meditation Room, Language Line.

with MINORITY groups
Maximize the participation of WMBE, DBE, and small businesses.
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PUBLIC OUTREACH

public outreach and water quality improvements to underserved
communities, funds for DIRT Corps to fund green job development in
near-Port communities.

WMBE suppliers and BIPOC communities

use WMBE businesses for goods and services where possible, distribute
grant funds to market to BIPOC communities, and distribute funds to
BIPOC tourism stakeholders.

Focus on UNDER-REPRESENTED groups

provide maritime career experiences to under-represented communities,
promote job to diverse audience with an inclusive hiring panel, and roll
out equity toolkit.

Common Theme |

Community Engagement

| Hiring Practices

12/8/2021




Survey Result Summary

70% of Port departments consider the impact of EDI in

baseline budaet

37
16
Consider the impact of EDI Don't consider

in baseline budget

60% of Port departments stated that there are specific areas or

programs to add to the 2022 budget to advance equity considerations
32

21

Have specific areas or Don't have
programs to improve

Not all departments’ current budget advance the Port’s

Century Agenda EDI goals

50

3

Advance the Port's Century Don't Advance
Agenda EDI goals

Most departments are willing to take training in how to

include consideration of Equity in your budgeting process

46
7
Willing to take training Don't think it's

necessary

12/8/2021

Examples of Good Answers

Question #1. Have you considered the impacts on equity, diversity and inclusion (EDI) in the programs and initiatives
included in your baseline budget? In thinking about this, consider external stakeholders and communities that may be
positively or negatively affected by your programs as well as internal equity considerations.

We have considered equity as a primary consideration in several programs
included in our revenue budget. For example, in support of making SEA the most
accessible airport, we established a program to offer wheelchair accessible

vehicles a discounted annual permit.

Outreach activities have large impacts with our significant spending on goods and
services with many different vendors. 2021 to-date we are at 31.4% WMBE

spending.

Provide examples

Provide data




Examples of Good Answers

Question #2. Does your Department’s current budget advance the Port’'s Century Agenda EDI goals? If yes, please

describe how.

For capital and cleanup projects we include public outreach and community
engagement in our budgets and include a scope and budget for both internal and
external public relations activities. This includes meetings, pamphlets, flyers,
translation services, surveys, or other methods as appropriate and as approved
by the project team (project management, external relations, etc). The Habitat
Program budget includes funds for DIRT Corps to fund green job development in
near-Port communities.

Provide specific
answer

Examples of Good Answers

Question #3. Are there specific areas or programs your Department would like to add to the 2022 budget to advance equity
considerations? If yes, describe the specific area(s) and how much funding would be needed.

The Accessibility Customer Service Elevation Program ($50,000) will fund key
initiatives and programs such as the accessibility focused flyers & maps (Braille),
Sunflower Lanyard promotion and improving the wheelchair experience at SEA.

The growth in the use of Language Line necessitates a budget increase to
maintain service

Formalizing the Quality Assurance program will enable the airport to examine
specific experiences, such as reserving a wheelchair, and measure progress for
improvement.

The J.D. Power Operational Excellence program ($40,000) brings a consumer-
oriented lens to the airport experience; a wide range of customer feedback.

Provide quantitative
and qualitative
response
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Examples of Good Answers

Question #4. Do you think your team members would benefit from additional training in how to include consideration of
Equity in your budgeting process?

LR would certainly welcome additional training on how to include more equity as
it relates to our budgeting process. We would love a holistic approach not solely
based on supplies and stock but how to get more WMBE trainers, how to be Provide detailed
inclusive with regards to outside council, and our external outreach events. answer
The department would greatly benefit from learning tools for applying equity to Provide detailed
budgeting. This includes training on spending cut risks that make inequities answer
worse. _
11
11
Weaknesses
* Many of the answers did not answer the question
* Lack of specifics
* Some groups did not understand the question.
* Did not identify stakeholders, communities or measurable
improvement or viability
* Some Depts answered: No/none/no specific requests
12
12
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Weaknesses

* Some Depts answered: No on needing training

* Training: Need help determine how much scope and budget to include for projects of various size
and complexity and to understand what questions to ask when during the process.

* Depts don't feel like they can use baseline budget for external stakeholders or communities
* Some divisions focus more on external stakeholders than internal stakeholders.

* For external stakeholders, many divisions are focusing on limited number of minority groups,
mainly WMBE.

* Legal: this Dept has areas for improvement given their lack of diversity in companies that they
have contracts with, but they claimed that there is no specific areas or programs they would like
to add to the budget to advance equity considerations.

* Internal Depts expressed level of impact to EDI low due to small budget

* Less focus on hiring practices

13

| Strengths

* Most Dept’s willing to take training and learn

* Legal are experts EDI with an eye on ensuring that the Port’s efforts
remain within the boundaries of Washington law.

* BI Survey and Analysis on Equity

* [A: Applying an equity lens in our audit plan. Specifically, an IAF
Capital audit, an Eastside for Hire Operational Audit and a WMBE
Program audit.

* Risk Service: expert at risk management to support the Century
Agenda objectives

14
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Budget and Equity Action Items

* ER: Completing an equity SWOT analysis to determine where we are not meeting needs and how we can most effective meeting
thebneed.s of gur business/operational units and Port initiatives would be an important first step to determine if budget items need
to be adjusted.

« Discussion on current issues locally as well as regionally and nationally, that then leads to areas in which new training can be
identified, taken, and applied.

* LR: We would love a holistic approach not solely based on supplies and stock but how to get more WMBE trainers, how to be
inclusive with regards to outside council, and our external outreach events.

* Need tool to measure budget costs that make inequities worse

* Blacks In Government National Training Institute: | have added funding for two (2) staff members to attend the annual Blacks In
Government National

» The team is about to initiate a IDIQ for outside services analytical automation. Training on how to find diverse comlpetitipn, how to
advertise to attract WMBE businesses, what wording to use in the RFP, and how to hire with diversity in mind would be invaluable.
Training on this subject will be provided by HR.

* More guidance in how to incorporate these questions into our daily work and budgeting processes would be helpful.
* it would be helpful to learn what other departments consider during budgeting and equity in budget.
* See Airport Operation’s Budget Review Panel PowerPoint for a more comprehensive response to Equity in budgeting questions.
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Appendix H

The Inclusion of Represented and Shift Workers in the Port’s EDI Efforts

Overview

Since the creation of the Office of Equity, Diversity, and Inclusion in 2019, one of the ever-present
barriers and challenges to advancing equity within the Port has been the inclusion of represented staff
and shift workers. This is not an obstacle that is specific to OEDI, but rather, an ongoing, chronic
challenge for the Port.

As of September 7, 2021, the Port employs 2,158 people, which includes interns, Veteran Fellows,
Commissioners, on-call employees, and the Executive Directive. Of those employees, 980 (or 45.4%) are
represented by a labor union. Of those 980 represented employees, 709 work in Aviation (62.9% of the
Aviation division), 166 work in Central Services (21.7% of the Central Services division), and 105 work in
Maritime (44.1% of the Maritime division). While this group of employees represents almost half of the
Port’s entire workforce, including nearly two-thirds of the Port’s largest division, represented employees
and shift workers participate in EDI trainings, learning opportunities, and events at disproportionately
lower rates than non-represented employees and employees who work during traditional hours.

This is a significant barrier to the Port’s efforts to become a model for equity, diversity, and inclusion,
and this barrier is further illustrated in both the quantitative and qualitative data of the Equity Survey.
Of the 1,306 employees that completed the Equity Survey, 30.1% identified as represented in
comparison to 45.4% of the organization that is represented. Within the survey data, in comparison to
non-represented employees, represented staff reported the following, which is not an exhaustive list.

e Their leaders and supervisors do not encourage and facilitate open dialogue about racial issues.

e They are not encouraged to participate in OEDI programming.

e Their work and projects are not evaluated in terms of their impact on racial equity.

e They do not believe that racial equity should be a consideration in hiring and promotions.

e They are not encouraged to develop themselves professionally through training and learning

opportunities.

In addition to the insight and data from the Equity Survey, OEDI and Strategic Initiative coordinated a
series of conversations and interviews with represented staff and shift works, supervisors of
represented staff, and Labor Relations staff. The intention of these meetings was to learn about the
barriers and challenges that represented and shift workers experience with regards to participation in
EDI programming and implementing EDI frameworks into their work. From these meetings, several
themes, many of them already known, emerged.

e Lack of support from managers and supervisors: staff reported that when they are interested in
participating in EDI programming, they often cannot get approval from their direct supervisor,
and/or their supervisor is unwilling to take a few additional steps (e.g., finding staffing coverage
and securing equipment and private space) to encourage their participation. This is consistent
with what was reported in the Equity Survey.

e Goals: staff reported some areas with no P-link goals committed to equity, diversity or inclusion.
Also represented staff not included in the P-link process, so lack of directive or goal that this is
the work that needs to happen and is a commitment of all at the Port.

e Funding: staff and supervisors reported funding as an issue to participation, saying that because
programming often happens outside of staff’s shifts then they would be required to pay
overtime. Or, in the case of programming occurring during staff’s shift, supervisors would need
to pay for additional staff to ensure necessary coverage. In addition to funding, represented
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staff charge their time to work orders, and if a supervisor does not create a work order to EDI
programming, then they are unable to get paid for their engagement.

e Timing, advertising, and accessibility: staff reported that almost all programming is offered
during traditional work hours, and because of the issues listed above, if they wanted to
participate, they would have to do so on their own time. Programming is almost always
advertised and announced via email and Compass. For many represented and shift workers,
they do not regularly access their email and/or computers, so they often miss announcements.
Finally, many events and trainings are offered back-to-back or in successive weeks, which can
make it difficult for represented and shift staff to participate because it requires a prolonged
adjustment of their schedule. The suggestion was to have more time between programming so
that schedule adjustments were more manageable and easier to plan for.

e Every department is unique: while there are commonalities among different teams of
represented and shift workers, every department and team are unique, with unique business
needs and are often faced with unique challenges. For instance, the Pathfinders at SEA are
subject to the flow and fluctuations of airport passenger counts/traffic, while Aviation
Maintenance if operating many 24-hour teams that do not have much availability for time in
front a computer.

Again, without the full inclusion and involvement of the Port’s represented staff and shift workers in its
EDI efforts, the organization will always struggle to fulfill its goal of becoming a model of equity,
diversity, and inclusion.

Recommendations
1. Goals and direction
a. Co