Advocacy Committee for Racial Ethnic Concerns (ACREC)
Task Force to Examine GA Entities:

Report on Creating a Climate for Change Within the Presbyterian Church
(U.S.A.)

The Advocacy Committee for Racial Ethnic Concerns (ACREC) recommends that the 216th Gen-
eral Assembly (2004) of the Presbyterian Church (U.S.A.) do the following:

1. Approve the following affirmation:

“God hallows daily life, and daily life provides opportunity for holy living. As Christians honor and
serve God in daily life, they worship God. For Christians, work and worship cannot be separated”
(Book of Order, W-5.6003).

Rationale

Achieving the vision of fully incorporating all of God’s people in all facets and at all levels of the
PC(USA) and its corporate agencies requires deep systemic change. This is an arduous task that requires more
than policy statements and goals for numerical representation. It requires a strong organizational commitment
with adequate funding and staffing to advise and assist the General Assembly executive staff in providing
leadership for change. We have a duty to implement the scriptural message that “faith without works is ...
dead” (Jas. 2:26).

2. Approve the “Report on Creating A Climate for Change Within the Presbyterian Church
(U.S.A)).

3. Approve the following recommendations:
Rationale

According to the 2000 U.S. Census, emerging majorities, as a percentage of the United States population,
have more than doubled, to 31 percent, since 1960. And, the growth of non-Europeans is expected to continue
at an accelerated rate. In just the last twenty years (1980-2000), while non-Hispanic whites in the U.S. popu-
lation grew about 8 percent, the growth rates of other groups is far larger. During the same period
(1980-2000), the African American population grew by nearly 70 percent, the Latino population by 142 per-
cent, and the Asian American population by 182 percent. In absolute numbers, the United States had more
than 35 million more people of color in 2000 than it did in 1980.'

Within the larger society, references to “emerging majorities” are becoming more prominent. A few ex-
amples are offered below.

Previously categorized as “minority and/or ethnic markets,” the rapid and continuous population growth necessitates a new, cul-
turally sensitive categorization of ethnic markets. Many multicultural experts have replaced the term “minorities” with the term
“emerging majorities.”

Did you know that in just 30 years from now, 40 percent of Americans will belong to ethnic and cultural groups that are not pre-
dominantly European in origin? People who were once considered to be minorities will become emerging majorities.

There are still companies that are not adjusting to the country’s multicultural growth, reports The Atlanta Journal-Constitution. In
Atlanta, mainstream advertising and marketing agencies are lacking practices geared toward multiple cultures and many staffs
have few emerging majority employees. Companies say they lack employees of color because there aren’t enough people of color
studying these fields at the college level, because major corporations are aggressively recruiting potential employees at higher



salaries than they can afford, and because other potential hires are turning to minority-owned agencies. Others contend that the
lack of emerging majorities at senior levels deters job applicants.*

Then there is the other side of the equation. “We are also looking to increase the number of minority nurses.” Malone” said.
“Most groups addressing managed care reform don’t talk about changing the provider group.” To accomplish this goal, the ANA®
wants greater effort placed on developing more links between academic institutions and health care settings to bolster recruit-
ment, retention, and promotion of registered nurses from “emerging majorities.”’

“Training of the Emerging Majority for the Elimination of Health Disparities: Curricular Issues in the Training of Public Health
Professionals”™—The Association of Yale Alumni in Public Health (AY APH) and the Harvard School of Public Health (HSPH)
will discuss the relevance of training students from African and Latino descent in the fields of Public Health. The Emerging Ma-
jority Affairs Committee (EMAC) of AYAPH has evolved from what was formerly known as the Minority Affairs Committee.
The new name has been adapted to reflect the growing change in the demographics of the US.®

Building Electoral Power For Community Organizations—People of color and other marginalized communities increasingly find
their civil rights put up for a vote through statewide and local ballot initiatives. Anti-affirmative action, anti-immigrant and “Eng-
lish-only” are among the attacks that have recently surfaced in western states. Breaking the traditional barrier between commu-
nity organizing and electoral work, Californians for Justice has developed a model that seeks to build a permanent electoral infra-
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structure for California’s “emerging majority” of people of color, poor people and youth.?

Today, our population demographics are rapidly changing. It is becoming apparent that older and more ethnically varied minori-
ties will exercise increasing power in shaping public policy. Will an aging clientele threaten wilderness, through demands for
more mechanized and air-conditioned access? Will the attitudes of ethnic groups change the values and practices of the National
Park Service and its partners? Should we adapt—or should we seek to influence the values of emerging majorities? In this ses-
sion, we will examine various scenarios in which most Americans are past mid-life and represent differing ethnic groups.'

d. Encourage all PC(USA) corporate agencies to adopt for utilization and implementation the
tools of Cultural Proficiency or some other comparable approach throughout PC(USA), including its
boards, agencies, and institutions, as a means to develop and sustain healthy corporate church cultures
for addressing the issues that arise in a diverse environment; this utilization and implantation is to pro-
ceed in light of and according to the confessional and biblical witness of the PC(USA).

Rationale

Cultural Proficiency is the use of special tools for effectively describing, responding to, and planning for
issues that emerge in diverse environments. It is the policy and practices at the organizational level that enable
effective cross-cultural interactions among employees, the organizational structure, and systems. It uses the
organization’s language, norms, and traditions, while infusing and transforming them with the tools of Cul-
tural Proficiency. Cultural Proficiency is a model for individual and organizational transformation. This ap-
proach is proactive and can be used in any setting, rather than utilizing techniques that are applicable in only
one environment. The focus of Cultural Proficiency is behavioral, not emotional; and, it can be applied to
both organizational practices and individual behavior.

We are pleased to report that four church agencies—General Assembly Council (GAC), Office of the
General Assembly (OGA), Presbyterian Investment & Loan Program, Inc. (PILP), and Presbyterian Publish-
ing Corporation, Inc. (PPC)y—have chosen to implement the Cultural Proficiency initiative prior to the release
of this report. The other agencies—Presbyterian Board of Pensions (BOP) and Presbyterian Foundation
(FDN)—are utilizing similar approaches.

e. Inform all vendors and businesses with which it does business that PC(USA) agencies (or
most PC(USA) agencies) subscribe to the principles and practices of ‘cultural proficiency’ (or a similar
diversity initiative) and urge vendors and businesses with whom it does business to do likewise. Said
actions would be phased in over a one- to-three-year period to minimize expenses to all PC(USA) cor-
porate bodies.

Rationale



By insisting that the vendors and businesses uphold the same high standards of inclusion, we leverage jus-
tice. This practice is consistent with the practices currently employed by the office of Mission Responsibility
Through Investment (MRTI), which is responsible for monitoring the investment portfolios of the church to
ensure corporations represented adhere to socially responsible conduct with respect to employment, the envi-
ronment, and non-discrimination policies and practices. Through direct negotiations and the writing of share-
holder resolutions, MRTI has been able to successfully impact the culture of corporations represented in the
portfolio of the PC(USA). By so requesting adherence by vendors doing business with the church, we will be
able to successfully leverage our influence to create environments and cultures of justice within corporations
desirous of commercial interaction with the PC(USA).

f. Direct the General Assembly Council to adequately fund and staff the GAC Office of Equal
Employment Opportunity and Affirmative Action (EEO/AA) to implement PC(USA)'s commitment to
becoming a culturally proficient organization by addressing issues of inclusiveness, representation, and
systemic misuse of privilege and entitlement.

Rationale

Achieving the vision of fully incorporating all of God’s people in all facets and at all levels of the
PC(USA) and its corporate agencies requires deep systemic change. This is an arduous task that requires more
than policy statements and goals for numerical representation. It requires a strong organizational commitment
with adequate funding and staffing to advise and assist the General Assembly executive staff in providing
leadership for change. The suggested name change reflects a commitment to continue to provide the outreach,
monitoring, oversight, and compliance functions that have been the traditional purview of EEO/AA programs
and a commitment to ensure that deeper infrastructural changes would take place that will enable the
PC(USA) and its corporate agencies to live out its vision of an inclusive, compassionate, and just corporate
church. The suggested name change also incorporates more readily groups that the church has identified and
included within the scope of the current Racial Ethnic Ministries as significant to the life of the church, but
are either not included or not specified in current state and federal law, i.e. Middle Easterner, Korean, and
New Immigrant ministries.

g. Encourage an annual consultation between ACREC and the CEOs of the General Assembly
agencies to celebrate successes related to Equal Employment Opportunity and Affirmative Action ini-
tiatives and Cultural Proficiency. The goal of this annual consultation will be to determine where ap-
propriate enhancements may be needed and to recommit technical assistance for the initiatives under-
taken by each agency.

h. Direct all PC(USA) agencies to share their progress annually with the Advocacy Committee
for Racial Ethnic Concerns (ACREC) by providing

(1) statistical data reflecting hiring of emerging majorities in the task force-suggested for-
mat (see Appendix II);

(2) statistical data reflecting selection and utilization of minority vendors, utilizing the Gen-
eral Assembly Council (GAC) format (see Appendix IV);

(3) a comparative analysis of investment activities, particularly with respect to utilization of
emerging majority money managers;

(4) an assessment of the utilization of, as well as successes and challenges relative to, Cul-
tural Proficiency (or other similar approach embraced by the agency); and,



(5) an assessment of the utilization of the standards of Project Equality within the agency.

i. Direct all PC(USA)-affiliated agencies to utilize or institute a position comparable to the as-
sociate for recruitment and selection currently housed within the General Assembly Council.

Rationale

Despite variances in the responsibilities and functions of various agencies of the PC(USA), all are joined
in mission and service direction and commitment. Additionally, in the eyes of those “outside” our corporate
structures, we are all the “Presbyterian Church (U.S.A.).” To be true to our identity and our claim of oneness
in Christ, therefore, uniformity and consistency should be employed in all instances (unless to do so repre-
sents a conflict of interest or threatens shareholder or employee privacy issues).

In 2002, the PC(USA) General Assembly Council, at the denomination’s national offices in Louisville,
Kentucky (the Center), created the position of associate for recruitment and selection. Prior to creation of this
position, the ministry units and departments essentially handled recruiting and staffing functions in the man-
ner each deemed appropriate. Creation of the position of associate for recruitment and selection brought uni-
formity and conformity, while still allowing for creativity, in recruitment and staffing activities. It was also a
way of ensuring that diversity-hiring activities were considered and promoted in all Center hiring.

Because of the Foundation’s location within the same market area as GAC, it would appear practical for
the Foundation to share the resources of the associate for recruitment and selection with the GAC. Since the
BOP is located in an entirely separate market area, it is likely that BOP would opt to staff such a position
within its own structure.

j- Encourage GAC to expand the Foundation-managed Creative Investment Fund to encom-
pass greater participation with Racial Ethnic Presbyterian Ministries and to gradually increase the
Creative Investment Fund, for the purpose of investing in community economic projects, particularly
in areas where there is an established Presbyterian racial ethnic presence.

Rationale

Community investment is a proactive way for the church to initiate partnerships in disadvantaged com-
munities thus providing much needed capital and capacity building experience. This recommendation is based
on the premise that, if given the resources and the opportunity, many churches can become the change agents
and empowered to address many of the poverty factors plaguing neighborhood enclaves. Investments in af-
fordable housing projects, day care, and micro-entrepreneurship loans are but a few of the economic devel-
opment possibilities. Effective use of the Creative Investment Fund can strengthen the Presbyterian presence
in communities of need, thus providing greater visibility to the Presbyterian church and enhancing the evan-
gelism efforts.

k. Encourage a program of incentives be implemented in all PC(USA) corporate agencies for
managers who are in positions to make hiring decisions as a means to reward adherence to and success
in implementing cultural proficiency initiatives.

Rationale

The Presbyterian Church (U.S.A.) has been faithful in its commitment to the principles of and adherence
to set affirmation action goals. While this is certainly laudable, we can do even more. Our observation from
the statistics offered by the examined General Assembly agencies indicates that the presence of emerging ma-
jorities is considerably lessened in the upper management salary grades and salary ranges. By focusing more
on hiring persons of diverse racial and cultural backgrounds, we demonstrate our commitment to racial and



gender vocational justice and equity at all levels of the organization and contribute to the shattering of the un-
fortunate “glass ceiling” reality. The term “The Glass Ceiling” was originally coined by the Wall Street Jour-
nal in 1986, highlighting the invisible and artificial barriers blocking women and people of color to advancing
up the corporate ladder. The reasons for this are numerous and problematic, however, they are all the result of
human design. Senator Robert Dole introduced the Glass Ceiling Act as a part of Title II of the Civil Rights
Act of 1991."" President George Bush signed the Civil Rights Act, establishing the bipartisan twenty-one
member Glass Ceiling Commission. The Glass Ceiling Commission, chaired by secretary of labor, Robert
Reich, maintained that “The Glass Ceiling is a concept that betrays America’s most cherished principles. It is
the unseen, yet unbreachable barrier that keeps minorities and women from rising to the upper rungs of the
corporate ladder, regardless of their qualifications or achievement. (1995).”"

Holding hiring managers and decision makers accountable for their hiring decisions via their “bottom
line” results (e.g. appropriate incentives) increases the likelihood that such managers would more readily em-
brace the organization’s commitment to racial and cultural parity in all hiring decisions.

1. Encourage all CEQO’s, presidents, directors, and boards of directors of General Assembly
agencies to demonstrate a renewed commitment to racial and gender diversification within upper man-
agement positions and to report successes, on a per agency basis, to the 217th General Assembly (2006)
and the 218th General Assembly (2008).

Rationale

An increase in the numbers of emerging majorities and women within upper management further demon-
strates the church’s commitment to diversity, inclusiveness, and vocational justice. Aggressively implement-
ing the above-mentioned initiative will eliminate the negative effects of the Glass Ceiling or Snow-capped
Mountain syndrome. It has been demonstrated in the public and the private sector that all lasting and genuine
diversity inclusion must receive support and advocacy at the highest executive level. To change the culture
within a company, executive staff must advocate, model, and insist on racial and gender vocational justice
being the normative organizational paradigm at all levels.

m. Instruct the General Assembly (GA) agencies to establish a process to train and mentor ra-
cial ethnic persons and women at appropriate intervals during the calendar year, and during regular
scheduled work time to educate, train, and prepare employees from the existing staff pool for possible
promotion and consideration for upper management positions. Persons selected as mentors will be ex-
pected to undergo required training (e.g. management and supervision of persons who differ from them
in gender, cultural background, or ethnicity) before being assigned a person to mentor.

Rationale

Both in the private and public sector, mentoring programs and intentional training initiatives for emerging
majorities and women have proven to be of immense benefit in providing valuable career exposure and con-
textual reference relative to affirmative action and inclusion. Women and emerging majorities have been his-
torically denied access to natural or informal networks operating within or beyond the designated occupa-
tional ingress. The General Assembly and its corresponding agencies would be well-served if it designated
senior executive staff persons to assist as advisors and mentors for those constituency groups presently lack-
ing executive role models.

n. Encourage the Presbyterian Church (U.S.A.) Board of Pensions (BOP) and the Presbyte-
rian Church (U.S.A.) Foundation (PFN), beginning in fiscal year 2006, to invest a minimum of 10 per-
cent of their respective portfolios with money managers who are women and/or representative of the
racial ethnic population within the United States to be reported to each agency respective General As-
sembly Committee.



o. Direct the Office of the Stated Clerk (Office of the General Assembly) to acknowledge the
profound underrepresentation of racial ethnic persons and women in upper management positions of
General Assembly (GA) corporate agencies and to recommend procedures to remedy this situation.
This acknowledgment and the subsequent recommended corrective procedures, along with expression
of the PC(USA)’s displeasure with the current situation, should be communicated by the Office of the
Stated Clerk through written communication to all PC(USA) constituencies, including but not limited
to: Advocacy Committee for Racial Ethnic Concerns (ACREC), Advocacy Committee for Women’s
Concerns (ACWC), Presbyterian Women (PW), National Cross-Caucus, the sessions, middle governing
bodies and their resource centers, the libraries of the theological seminaries, and PC(USA) congrega-
tions.

p- Direct all PC(USA) corporate agencies to share the final report of the Advocacy Committee
for Racial Ethnic Concerns’ Task Force to Examine General Assembly Entities with their employees.

Rationale

This report and recommendations are in response to the following referral: 2001 Referral: 26.001-.003.
Response to Recommendation to Create a Task Force to Examine the Racial Justice Policies/Programs of the
Board of Pensions, Foundation, Presbyterian Investment & Loan Co., Inc., and Presbyterian Publishing Cor-
poration in Relation to the Racial Ethnic Members of the PC(USA), Report Its Findings and Recommenda-
tions to the 216th General Assembly (2004) (Minutes, 2001, Part I, pp. 58, 333).

The Advocacy Committee for Racial Ethnic Concerns (ACREC) received a recommendation from the
213th General Assembly (2001) directing the ACREC to create a task force to (1) Examine the current racial
justice policies and programs of the Board of Pensions, the Presbyterian Church (U.S.A.) Foundation, the
Presbyterian Church (U.S.A.) Investment and Loan Program, Inc., and the Presbyterian Publishing Corpora-
tion in relation to the racial ethnic members of the Presbyterian Church (U.S.A.); and, (2) Report its findings
and recommendations to the 215th General Assembly (2003) (Minutes, 2001, Part 1, pp. 58, 333).

I. Introduction

Ten years ago, the task force, whose mission was to determine the shape and form of PC(USA), affirmed
the call of every Christian to “redress wrongs in every aspect of life and the whole of creation, working with
the poor and powerless, whom Jesus loves, even at risk to our corporate and personal lives” (Minutes, 1993,
Part I, p. 442, Statement of Vision, Basic Priorities of Our Vision).

In reducing the previous nine ministry units to four in the reorganization of the northern and southern
Presbyterian churches, the Task Force on Shape and Form proposed the melding of ministry units and related
bodies and charged the General Assembly Council to

b. ... institute and coordinate a churchwide plan for equal employment opportunity and affirmative action for members of

c. ... engage in churchwide planning to propose, for General Assembly determination, the mission directions, goals, ob-
jectives, and priorities of the church;

d. ... coordinate the work of General Assembly agencies and bodies, synods and presbyteries, in light of these mission di-
rections, goals, objectives, and priorities; and

e. ...review the work of General Assembly agencies and bodies in light of General Assembly mission directions, goals,
objectives, and priorities; (Book of Order, G-13.0201b-¢).

Out of this call to GAC came the impetus for establishing the Advocacy Committee for Racial Ethnic
Concerns: “... In determining committees that are essential for divisions and areas, the General Assembly
Council will ensure the continuation of the monitoring and advocacy functions guaranteed by the Articles of



Agreement (5.6) for women and racial ethnic persons by providing for committees in these two ar-
eas/functions with direct access to the General Assembly Council and General Assembly. ...” (Minutes, 1993,
Part I, p. 448, paragraph 30.142)

Following its August 2000 meeting in Seattle, Washington, ACREC invited each of the five racial ethnic
caucuses to send a representative to Louisville to meet with the GAC Executive and Deputy Executive Direc-
tors, the associate director of Human Resources, the associate director for Purchasing, and various other Cen-
ter staff personnel for the purpose of exploring ways in which there might be a more visible presence of racial
ethnic persons in the workforce of PC(USA) in upper-level exempt job classifications as well as a more fully
implemented purchasing program that utilized “minority” (racial ethnic and female) vendors, in keeping with
the church’s Minority Vendor Policy.

At ACREC’s suggestion, the GAC Executive Director, the Deputy Executive Director, the associate for
EEO/AA, and the associate director for Property Services (Purchasing) later met with the director of the Met-
ropolitan Sewer District (MSD) to review that company’s “Diverse Works” program, which is a diversity em-
ployment model that values racial ethnic and cultural differences as unique business assets.

Being concerned with the dearth of managers, officials, and professional personnel at the Center, and to
counter protests that no women or emerging majorities (collectively called “minorities™) could be found to fill
such positions, at a subsequent meeting ACREC provided the Executive Director and assembled leadership a
data bank containing the names of some 250 qualified persons who could be recruited. The result was that a
person of color was hired to recruit and screen “minorities” for exempt-level positions the Center.

After further discussion and subsequent ad hoc subcommittee meetings, in August 2001 the Purchasing
Department, together with the Legal Department and the GAC Office of Affirmative Action and Equal Em-
ployment Opportunity began training all employees at PC(USA) with purchasing authority in the newly de-
vised procedures for implementing a centralized purchasing program for PC(USA) utilizing a buyers guide
that included qualified racial ethnic and female vendors. The new program became effective January 2002.

Thus, the two stated objectives of the racial ethnic caucuses working through ACREC were realized,
namely: a resource was put in place to accomplish the goal of increasing racial ethnic leadership and visibility
in exempt level positions at PC(USA); and intentional efforts were made to implement the Minority Vendor
Policy of PC(USA) and to live up to the church’s commitment to let at least 10 percent of its contracts for
goods and services to minority vendors. Issues of representation had been addressed, but PC(USA) employees
still worked in environments that did not reflect their expectations of a caring, compassionate, inclusive
church corporation.

Meeting in San Francisco in February 2001, ACREC voted to send to the 213th General Assembly (2001)
three recommendations for the formation of task forces to address the issues of unintentional discrimination
and commitment to diversity. Thus the idea of a Task Force to Examine General Assembly Entities was born.

In accordance with ACREC’s recommendation, the 213th General Assembly (2001) directed the Advo-
cacy Committee for Racial Ethnic Concerns to create a task force to examine the current racial justice policies
and programs of the Board of Pensions, the Presbyterian Foundation, the Presbyterian Investment and Loan
Program, and the Presbyterian Publishing Corporation, in relation to the experience of racial ethnic employ-
ees. The rationale for the formation of the task was in accordance with the General Assembly Council’s Man-
ual of Operations, which directs the Advocacy Committee for Racial Ethnic Concerns “to monitor the imple-
mentation of racial justice policies and programs relative to racial ethnic concerns, and “through advocacy
maintain a strong prophetic witness to the church and for the church on existing and emerging issues of racial
ethnic concern, A Churchwide Plan for Equal Employment Opportunity and Affirmative Action (1985 as
amended,1994), and the church’s long-standing history of commitment to racial and ethnic justice, the Advo-
cacy Committee for Racial Ethnic Concerns seeks to examine the named entities regarding their racial justice



programs and to determine compliance with regards to existing church policies.

The task force was directed to report its findings and recommendations to the 215th General Assembly
(2003). The date for reporting was subsequently changed to the 216th General Assembly (2004). The scope of
the task force has included, but has not been limited to examining affirmative action plans, recruitment pro-
grams for employees, retention/training programs, and recruitment of board members, purchasing, and in-
vestments.

The ACREC formed the task force by selecting its former moderator, Curtis Jones, as its chair. Thereaf-
ter, the chair sought candidates from each of the five racial ethnic caucuses of the Presbyterian Church
(U.S.A.)—the National Black Presbyterian Caucus (NBPC); the Native American Consulting Committee
(NACC); the National Asian Presbyterian Caucus (NAPC); the National Hispanic Presbyterian Caucus
(NHPC); and the National Middle Eastern Presbyterian Caucus (NMEPC)—as well as other racial ethnic
Presbyterian members at large.

IL. Biblical and Theological Basis

And if I have prophetic powers, and understand all mysteries and all knowledge, and if I have all faith, so as to remove
mountains, but do not have love, I am nothing. (1 Cor. 13:2)

In sovereign love God created the world good and makes everyone equally in God’s image, male and female, of every race
and people, to live as one community. (The Book of Confessions, A Brief Statement of Faith, 10.3, Lines 29-32)

The Presbyterian Church (U.S.A.) shall give full expression to the rich diversity within its membership and shall provide
means that will assure a greater inclusiveness leading to wholeness in its emerging life. ... (Book of Order, G-4.0403)

The 211th General Assembly (1999), speaking through two policy statements: “Building Community
Among Strangers: A Report on Racism, Social Class Division, Sex-Based Injustices, Religious Intolerance
and Conflict” (Minutes, 1999, Part I, pp. 29-33, 401-34), and “Facing Racism: A Vision of the Beloved
Community” (Minutes, 1999, Part 1, pp. 79, 273-87), affirmed the centrality of God’s call to the church to
embody the diversity of God’s Creation in the unity of the community of faith, and the tremendous challenge
the church faces in attempting to be faithful to this call in light of historical patterns of racism, sexism, and
class division, which continue to divide our society and our church.

In the biblical witness, love and justice are inextricably linked. Love demands justice, especially for the
least among us. And justice embodies love. Just as the church in Corinth struggled to be one church in the
midst of a diverse community, the church today struggles to create unity in the midst of great diversity. To do
s0, the church must also overcome a history of racism in our society that perpetuates itself through our social
institutions, including the church, recognizing that racism, as a system of oppression, interacts with other sys-
tems of oppression, so that to effectively seek justice in community means to transform the entire fabric of
our cultural life.

Even in the divine community, distinction is preserved; to be in community does not mean to lose one’s identity in the other;
it means to affirm one’s identity and the identity of the other. (Minutes, 1999, Part I, p. 410, Building Community Among
Strangers, paragraph 25.297 )

Love does not demand conformity to one way of thinking, being, or doing. Love does not assume that one
way is always best. In a society that has been structured by racism, the unexamined assumptions of the domi-
nant culture that it’s traditions and worldview are normative for human life, or that all those who would seek
to participate fully in the life of the church or society must surrender their own distinctive identity, cultural
perspective, traditions, historical heritage, or worldview, is inherently racist. It denies our humanity, for both
oppressed and oppressor, by failing to recognize the creative Spirit of God dwelling within each of us.



Love affirms the gifts of diversity as they contribute to the wholeness of our life as the community of
faith, seeking always to learn and to be transformed in the image of God through our relationships with one
another.

Culture is the product of our daily life in community. Culture encompasses the ways we have created to
meet the basic needs of life, to communicate with one another, to educate ourselves, as well as to recreate and
to entertain each other. Culture provides a source of identity and expression of our historical understandings
of who we are as nations and peoples. Culture is also central to our life in the church as a community of faith.
Culture is the lens through which we give meaning to life and interpret the world around us. Culture provides
the tools by which we worship God—language, music, art, and architecture. Our interpretation of Scripture
and tradition is shaped by our cultural context and our historical location.

As Christians, we must also be critics of our culture, always examining it in light of our faith and our un-
derstanding of God’s intentions for the human family. Valuing one culture as superior to another is a form of
idolatry. Assuming that some must surrender their culture to participate fully in the life of the society or the
church is inherently oppressive. Historically, in the U.S., this is part of the systemic nature of racism—that it
strips away the culture and identity of marginalized groups, literally dehumanizing and rendering communi-
ties of color invisible by denying that which gives us each identity, voice, and a way of being in the world.

... The solidarity of the human family and the social character of all human life indicates that no person can develop fully apart
from interaction with others. All persons are mutually linked and meant to live and grow in relationship with each other as we
share a common destiny. Therefore, differences of ethnicity and culture are to be viewed as God-given gifts to be celebrated,
rather than obstacles to be overcome. (Minutes, 1999, Part I, pp. 276-77, Facing Racism, paragraph 22.138)

As emerging majorities struggle to claim equity within the church, that struggle is not just about being
present or being counted. For those who have been on the margins of the church to have a true voice
within the church must mean that the particularity of historical experience and cultural perspective is
heard in ways that transform the dominant culture and the life of the whole church.

III. A Snowcapped Mountain

Ralph Scissons, a First Nation member of the ACREC Task Force to Examine General Assembly Entities,
visually describes the socially engineered employment patterns of the Presbyterian Church (U.S.A.) and its
corporate entities as a “snow-capped mountain.” He asserts that “on a snowcapped mountain, all the earth
colors are at the bottom of the mountain, and the top of the mountain is all white.” Whether by accident or by
design, the racial and gender profile of the General Assembly and its corporate entities reflect a predominately
white male executive and upper managerial staffing paradigm, one in which the last and final frontier of di-
versity awaits the advent of justice.

The General Assembly of the Presbyterian Church (U.S.A.) and its related corporate entities—Office of
the General Assembly (OGA), Presbyterian Foundation (FDN), Presbyterian Investment & Loan Program,
Inc. (PLIP), Presbyterian Publishing Corporation, Inc. (PPC), Presbyterian Board of Pensions (BOP)—have
all drafted and approved Equal Employment Opportunity policies. Prevention of Sexual Harassment and
flexible leave policies have been implemented to make the workplace more welcoming. The GAC has pro-
vided staffing for EEO/AA, and created a position in Human Resources to focus on recruitment and staffing.
Antiracism training has been implanted for all employees in GAC, OGA, and PILP. Since 1999, beginning
with a series of employee roundtable meetings, a race and gender survey, and a series of race and gender fo-
cus groups, there has been a concerted effort to discern the joys and frustrations of employees in the Presbyte-
rian Center particularly as it relates to the employment of women and emerging majorities. These efforts have
led to the implementation of the Cultural Proficiency Initiative begun in 2003, which focuses on the organiza-
tional culture and systemic change.

With these efforts, each of the above-named entities has achieved varying degrees of success and diver-



sity relative to employment of emerging majorities and women. However, the absence of emerging majorities
and women in upper echelon positions continues to be a glaring contradiction of faith and a misrepresentation
of the Christian vocation. This single disaffirmation of faith is a stark denial of the explicit and implied prem-
ise of every doctrinal reference to justice, diversity, reconciliation, and love the General Assembly has made
since the Confession of 1967.

Unfortunately, the employment record of the PC(USA), in some respect, mirrors the flawed patterns of
corporate America with respect to emerging majorities and women. Emerging majorities and women are rele-
gated disproportionately to nonprofessional and entry-level and middle-management positions, and are forced
to confront the perennial “Glass Ceiling” with regards to executive advancement. Sadly, the PC(USA), a
branch of the body of Christ designed to reflect the presence of God’s community on earth, in the critical area
of inclusion is more a reflection of “the world as it is rather than the world as it should be.” If we are to be the
Church of Jesus Christ, then we must have higher standards than the status quo of corporate America.

There are numerous challenges and misconceptions surrounding the snowcapped mountain syndrome.
Principle among them is that diversity implies deficiency. The racism, discrimination, “good-ole’ boy” system
that created and nurtured structural inequality and racial and gender separation, while weakened by the ad-
vancements of the Civil Rights movement, remain formidable foes within the PC(USA). This is most appar-
ent in church culture and the mind-set of many white Americans that have been hardwired and programmed to
believe in stereotypes. Entire racial and gender constituencies have been diminished, discredited and vilified
in order to preserve the principal of white privilege and gender separation.. Examine the different treatments
orchestrated against emerging majorities and women. Whether emerging majorities and women were forcibly
brought here, or subjugated through conquest; annexed or enmeshed in the misleading message of “All delib-
erate speed,” there remains a sordid blemish on the soul of the nation and on the United States ideology of
equality. Marcella Benson-Quaziena, in the document “Structural Inequality and Diversity”"” states:

Contrary to the American ideology of equality, people in the United States who are created equal do not have equal access to
power and resources.... And, it bears repeating that difference and inequality are not the same thing.

Difference alone is not the foundation of social inequality. Honoring difference is not the same thing as understanding how
inequality is produced and reproduced in society. Inequality is socially constructed. This means that it is the result of system de-
sign and is built into the structure and function of social institutions.

The existence of persistent social inequality within the executive and managerial structure of the General
Assembly and the General Assembly corporate entities is an awkward and discomforting phenomenon for
Presbyterian emerging majorities and women. The plethora of excuses and apologies used to justify white
privilege and white male gender advantage serve only to reinforce a systemic hierarchy of distrust. At the cen-
ter of the snowcapped mountain syndrome and the glass ceiling reality is the indisputable issue of power and
access to it by the emerging majorities and women.

The experience of the PC(USA) and its corporate entities clearly demonstrates the need to go beyond tra-
ditional efforts that focus on numbers and policies. It demonstrates the need for deep, systemic change and
transformation in the organizational cultures of the corporate entities of the church to create equity. This kind
of change requires intentional and focused intervention to move the status quo. By focusing exclusively on
representation and the celebration of difference, we may possibly miss the opportunity to highlight the sig-
nificance of “power-sharing” and the possibilities for change that may come about by truly incorporating the
voices of emerging majorities at all levels of the church and its corporate entities. To become subsumed in the
dialogue on inclusion and diversity without the concomitant focus on power will serve only to elevate the pe-
nultimate over the ultimate equality issues.

We therefore call on the General Assembly and its corporate entities to step outside of the historical and
diminishing contradictions of racial and gender stratification and embrace justice as the inevitable conse-



quence of faith and cultural proficiency; and, to build corporate entities marked by true vocational justice in
which the glass ceiling is replaced by helping hands and the snowcapped mountain is replaced by the rainbow
of a new creation.

IV. Methodology

The task force wrote to the PC(USA) agencies asking for EEO/AA statistics on the employees of each
agency. Other materials that were requested included affirmative action plans; recruitment, retention, and
training plans; board memberships; and purchasing practices. The statistical data was augmented with tele-
phone conferences and face-to-face interviews with CEO’s, human resource directors, and some racial ethnic
personnel. Additionally, the task force members examined the programs of other mainline churches in North
America and conducted on-site examinations of not-for-profit organizations that have addressed issues of di-
versity using the tools of cultural proficiency. The question to which the task force sought answers was: How
can the agencies of the PC(USA) build a healthier corporate church culture?

The assumptions of the task force were as follows:

* That all agencies and persons affected by the work of the task force have concerns for the issues pre-
sented by the task force.

* That there have been some successes within and among the agencies being examined.

* That each agency has areas in which it could improve.

* That all agencies and persons affected will be active participants in their own healing process.

In gathering the data for this report, these terms were used:

* Race is a socially constructed means of social control that serves to perpetuate economic, social, po-
litical, psychological, religious, ideological, and legal systems of inequality, without the consent or coopera-
tion of people who benefit from or are oppressed by these systems.

* Culture is the set of practices and beliefs that is shared with members of a particular group and that
distinguishes one group from others. Culture involves far more than ethnic or racial differences. One’s culture
includes all shared characteristics of human description.

e (Cultural proficiency is a way of being that enables both individuals and organizations to respond ef-
fectively to people who differ from them. Cultural competence is behavior that is aligned with standards that
move an organization or an individual toward culturally proficient interactions.

* Diversity implies all of the human categories that reflect our differences, including age, gender, geog-
raphy, ancestry, language, history, sexual orientation, physical ability, occupation, affiliations, and social
class.

* A corporate church culture is an organizational culture of a faith-based organization that acknowl-
edges the values and beliefs of the PC(USA) while using the best business practices in an equitable, inclusive,

and compassionate way with all employees.

Drafts of the report and recommendations were periodically shared with the leadership of the respective
PC(USA) corporate agencies. We sought, received, and incorporated feedback from the leadership.

V. Cultural Proficiency



Cultural Proficiency is an approach that was developed by Terry Cross'* in 1989 as an approach for men-
tal health practitioners to provide a Culturally Competent System of Care. The tools presented in the mono-
graph written by Dr. Cross have been developed and expanded upon for use in a variety of organizational set-
tings. Randall B. Lindsey, Kikanza Nuri Robins, and their colleagues have described how these tools can be
used in their books Cultural Proficiency' and Culturally Proficient Instruction.'® Cultural proficiency is a
mindset, and a way of being. Cultural proficiency is the use of specific tools for effectively describing, re-
sponding to, and planning for issues that emerge in diverse environments. It is the policies and practices at the
organizational level, and values and behaviors at the individual level that enable effective cross-cultural inter-
actions among employees, clients, and community. When used in an organization, it looks like the organiza-
tion’s core values, organizational structure, and systems. It uses the organization’s language, norms, and tradi-
tions, while infusing, transforming them with the tools of Cultural Proficiency. Cultural proficiency is a
model for individual and organizational transformation. This approach is proactive; it provides tools that can
be used in any setting, rather than techniques that are applicable in only one environment; the focus is behav-
ioral, not emotional; and it can be applied to both organizational practices and individual behavior.

As an approach to responding to the issues and values of diversity Cultural proficiency provided four
tools:

* The Continuum: Language for describing both healthy and nonproductive policies, practices, and in-
dividual behaviors.

* The Essential Elements: Behavioral standards for measuring and planning for growth toward cultural
proficiency.

* The Guiding Principles: Underlying values of the approach.
* The Barriers: Caveats that assist in anticipating and responding to resistance to change.
The Continuum

There are six points along the cultural proficiency continuum that indicate unique ways of seeing and re-
sponding to difference:

e (ultural destructiveness: See the difference; stomp it out. The elimination of other people’s cultures.

¢ (ultural incapacity: See the difference; make it wrong. Belief in the superiority of one’s culture and
behavior that disempowers another’s culture.

¢ (Cultural blindness: See the difference; act like you don’t. Acting as if the cultural differences you see
do not matter, or not recognizing that there are differences among and between cultures.

*  (ultural pre-competence: See the difference; respond inadequately. Awareness of the limitations of
one’s skills or an organization’s practices when interacting with other cultural groups.

¢ (Cultural competence: See the difference; understand the difference that difference makes. Interacting
with other cultural groups using the five essential elements of cultural proficiency as the standard for individ-
ual behavior and school practices.

¢ (Cultural proficiency: See the differences; respond positively and affirming in a variety of environ-
ments. Esteeming culture, knowing how to learn about individual and organizational culture, and interacting
effectively in a variety of cultural environments.



The Essential Elements

The essential elements of cultural proficiency provide the standards for individual behavior and organiza-
tional practices.

* Name the differences: Assess culture.

¢ (laim the differences: Value diversity.

* Reframe the differences: Manage the dynamics of difference.

* Train about differences: Adapt to diversity.

* Change for differences: Institutionalize cultural knowledge.
The Guiding Principles

These are the core values, the foundation on which the approach is built and are most effective when
linked to the core values of the organization:

* (Culture is a predominant force; you cannot NOT be influenced by culture.

* People are served in varying degrees by the dominant culture.

* It is important to acknowledge the group identity of individuals.

e Diversity within cultures is important; cultural groups are neither homogeneous nor monolithic.

* Respect the unique cultural needs that members of dominated groups may have.
The Barriers

The barriers to cultural proficiency are the impediments that must be addressed. They are also caveats that
help to determine appropriate interventions.

* Unawareness of the Need to Adapt. Not recognizing the need to make personal and organizational
changes in response to the diversity of the people with whom you and your organization interact. Believing
instead, that only the others need to change and adapt to you.

¢ The Presumption of Entitlement. Not recognizing that members of certain groups receive more privi-
leges because of their position or because of the groups they belong to. Assuming that you accrued all of your
personal achievements and societal or organizational benefits because of your competence or your character,
and do not need to share or redistribute what you have, or help others to acquire what you have.

¢ Systems of Oppression. Distributing power and privilege (consciously or unintentionally), only to
members of dominant groups, or abusing power accrued through rules and roles within the organization.
Throughout most organizations are systems of institutionalized racism, sexism, heterosexism, ageism, and
ableism. Moreover these systems are often supported and sustained without the permission of and at times
without the knowledge of the people whom they benefit. These systems perpetuate domination and victimiza-
tion of individuals and groups.

Cultural proficiency supports programs that enhance or transform the culture of an organization rather
than programs that only measure numerical goals. It differs from other programs in a number of important

ways.

* It can be integrated into all aspects of the organization.



* Itcan be applied to both organizational practices and individual behavior.
* It can be linked to the core values of your organization.
* It provides tools for sustainable systemic change.

* Most diversity programs explain the nature of diversity or the process of learning about or acquiring
new cultures.

e It provides tools for individual transformation.

*  Using the tools of cultural proficiency will not supplant, but will supplement and support programs
already in place.

To evaluate an organization using the tools of cultural proficiency, examine or look for the following:
1. The process for assessing the current culture of the agency.
2. A statement of core values that include a commitment to inclusiveness and diversity.
3. Programs for providing information and building skills that include but are not limited to
a. recognizing and eliminating oppressive systems;
b. power, privilege, and entitlement;
c. problem solving;
d. decision making;
e. language differences;
f. interpersonal skills;
g. culturally competent management.

4. Ongoing analysis and changing of polices and practices that may unintentionally discriminate or that
may not be in alignment with the values of the agency and changes to reflect the values.

5. Recruitment, orientation, training, and performance appraisal systems that communicate the core val-
ues and hold employees accountable for communication and performance that is in alignment with those val-
ues and appropriate cultural competencies.

We are called by God to walk humbly as we do justice and love kindness. We are called by society to
model business practices that reflect the values of our faith. We are called by our communities to reinterpret
and refocus business models for use in the church. We are called by congregations to help them grow and re-
spond to the call of a diverse world. Cultural proficiency provides us with tools for responding to this call.

VI. Findings

At the request of the task force, the Presbyterian Publishing Corporation, Inc., General Assembly Council,
Presbyterian Foundation, Board of Pensions, and Presbyterian Investment & Loan Program, Inc. provided



statistical staffing data in a task force-suggested format (see Appendix II). The interpretation that follows is
on a per agency basis and is based upon this statistical data, which includes ten salary ranges (since salary
grades within agencies are not uniform) and statistics based on gender and emerging majority groupings. For
the purpose of this report, we have specifically targeted the top five salary ranges, from $65,000 to greater
than $115,000.

A. Office of the General Assembly

The employees of the Office of the General Assembly are predominantly white, representing 78.9 percent
of the total employee count. The remaining 21.1 percent of employees are emerging majority groups. There
are no First Nation/Alaskans, 2.8 percent Asian/Pacific Islanders, 14.1 percent Black, 4.2 percent Latino, and
no Middle Eastern persons. Females make up 77.5 percent of the total employment, outnumbering males
about 3 to 1.

Office of the General Assembly:

Emerging Majority Representation

Black Latino
141% 4.2%

Asian/PI
2.8%

White
78.9%

The top five salary grades encompass 12.6 percent of the workforce. Of the employees in the highest sal-
ary ranges, 9.8 percent are white, or 75 percent. Males comprise 8.4 percent or two thirds of the highest paid
ranges. Restated concisely, the top salary grades are 75 percent white and two thirds male.

Within the highest salary grades, 33.3 percent of the Latino employees are represented and 9.9 percent of
the total African American employment are in this group.

The lowest three salary grades account for 57.8 percent of the total staff of the Office of the General As-
sembly. Within the salary grade, whites in this group comprise 49.4 percent of the staff, African Americans
are 8.4 percent this salary grade. While African Americans, as a percentage, hold fewer of the lower paying
jobs, it should be noted that as a percent of the total employment of African Americans this group represents
59.5 percent of all African American employees in the Office of the General Assembly.

In the lower three salary grades, males comprise 7 percent of these grades or 31 percent of the total male
employment is paid in the lower ranges compared to 50.7 percent female or 65 percent of the total female
staff is paid and hold positions in the lower paying segments of the General Assembly.

B. General Assembly Council

At the General Assembly Council, 73.6 percent of the employees are white, 26.4 percent are emerging



majority persons. Women represent 67.7 percent of the employees, 32.2 percent are men.

In the top five pay grids of the organization, 6.1 percent of the staff is represented. Males are 4.4 percent
of this group or 13.6 percent of all males employed by the General Assembly Council are in the top pay
grades. This number compares to 3.7 percent female, representing only .5 percent of the female population at
the General Assembly Council. With women having a two to one ratio, it’s telling that at the highest levels of
the church 4.6 percent are male and 3.7 percent are female. The higher paid positions are disproportionately
populated by males.

Emerging majority persons make up 26.4 percent of the employees of the General Assembly Council.
This is higher than the church’s average. At the highest salary levels, the minority representation is 2.1 per-
cent of the employees but that is 34.4 percent of the staff at that level.

The lowest three salary levels contain 59.5 percent of all of the employees of the General Assembly
Council. At the lowest salary levels, 17 percent, of a total of 26.4 percent of all staff, are emerging majorities.
African Americans are 10.4 percent of the staff at this level compared to 14.4 percent of the overall staff.
Seventy-two percent of all African American employees are at the lowest three salary levels. The percentage
of all white staff at this level is 42.4 percent.

C. The Board of Pensions of the Presbyterian Church (U.S.A.)
The Board of Pensions provided the data to the Presbyterian entities task force in September 2003.
1. Representation

Of the 211 employees at the Board of Pensions of the Presbyterian Church (U. S.A.), 80 are persons of
color. This represents 38 percent emerging majority persons.

2. Job Category Representation

There are nine job categories. In the Official and Managers category, which is the highest EEO category,
there are two African American males, eight African American females, with one Native American female,
one Hispanic female, and one Asian female. The percentage of African American females in this category is
14.8 percent. Analysis of job titles and job descriptions will be necessary to get a better picture of the repre-
sentation of people of color. Women represent 57.4 percent of the Official and Managers category.

In the Professional category, there are two African American males, one Hispanic male, and one Asian
male. There are a total of ten white males. There are ten African American females representing 25.6 percent
of the Professional Category. Women comprise 64.1 percent of the category.

In the exempt staff, comprising Officials and Managers and Professional categories, 23.6 percent are Af-
rican American. However, of those twenty-two persons, only four are male. That is double the number of
males from 2001. There is one Hispanic professional male, one Asian professional male, and one Asian fe-
male Official and Manager, as well as one Hispanic female Official and Managers, and one First Nation fe-
male.

The representation of males of color is strikingly low. Efforts need to be made to increase the representa-
tion of men of color in the Official and Managers category, and the Professional category.

Fifty-four percent of the nonexempt staff are people of color. The total includes five African American
males, thirty-nine African American females, two Hispanic females, three Asian males, one Asian female, for
a total of eight males of color, and forty-two females of color on a nonexempt staff of 93.



A list that includes the position held and the salaries for the fifty-four employees listed as “Officials and
Manager” would result in a more in-depth analysis. The salaries provided do not allow one to do an analysis
based on race.

3. Employment Policy

The Board of Pensions of the Presbyterian Church (U.S.A.) policy is to engage in employment policies
and practices that promote equality of opportunity in all aspects of employment.

The Board of Pensions is guided by the Book of Order, the policies of the General Assembly, and the
Churchwide Plan for Equal Employment Opportunity and Affirmative Action.

All policies and practices including recruiting, selection, benefits, compensation, performance appraisal,
promotion, transfers, discipline, training, and separation will be administered without discrimination based on
race, color, national origin, gender, age, marital status, sexual orientation, creed, disability, or religious affilia-
tion (except where a category is determined to be a bona fide occupational qualification).

4. Affirmative Action Policy

The Board of Pensions policy is to act affirmatively to expand employment opportunities that contribute
to a diverse workforce.

The Board of Pensions will do the following:

* Adopt plans that take into account past and present inequities of treatment and discrimination.

* Periodically analyze all of employment practices and the results of its actions.

* Review the goals of its plan at least annually.

The Board of Pensions will take affirmative action to recruit women and minority candidates and does not
discriminate in any employment action on the basis of race, color, national origin, gender, age, marital status,
sexual orientation, creed, disability, or religious affiliation (except where a category is determined to be a
bona fide occupational qualification).

This is a standard affirmative action policy. It will be important to learn if the policy is actually reviewed
annually.

5. Recruitment

a. Job Posting
Jobs are posted internally, before external recruiting begins.

b. Recruitment Incentive Program

A recruitment incentive of $200 has been established to encourage employees to refer a diverse, qualified
group of candidates for employment.

Recruiting Statistics are provided.
6. Retention Programs

a. Tuition Reimbursement



The Board of Pensions has a tuition reimbursement program. In that program, 20 or 59 percent of the 34
participants are people of color.

b. New Hires

New hires must remain in a position for which they were hired for one full year prior to being eligible to
post for a promotional or transfer opportunity.

There is a Managing and Valuing Diversity Program.
There is a Preventing Sexual Harassment policy.

The Board of Pensions has utilized Project Equality in purchasing with their suppliers, vendors, and travel
providers beginning in October 2001. Their largest provider, Highmark, is not validated by Project Equality.

The reporting of staff by exempt and nonexempt categories does not provide adequate data to determine
representation of women and people of color.

7. Recommendations

What are the strategies to achieve goals and is there a succession planning process? What are the minority
recruitment strategies?

For 2000 census data, 24.8 percent of the population is people of color.

African-American 12.3
Native American 0.9
Asian 3.6
Native Hawaiian or Pacific Islander 0.1
Some other race 5.5
Two or more races 2.4

D. The Presbyterian Foundation
1. Employees
The Presbyterian Foundation has 100 employees.
2. Job Category Representation

There is a possibility of nine job categories. The Presbyterian Foundation has employees in four of the
nine categories. The highest category is the Officials and Managers category. Of Officials and Managers, two
years ago four of nineteen, or 21.1 percent of the staff were African American, nine were female, and ten
male. Currently three of the twenty-four, or 12.5 percent are African American, nine are female, which is 37.5
percent, and fifteen are male. In the Professional category, five of twenty-five, or 20.8 eight percent of the
staff are African American. Twenty of the twenty-four employees are female, which is 83.3 percent.

In the categories Officials and Managers and Professionals, eight of forty-eight or 16.6 percent are Afri-
can American. They are the only people of color in those categories. African Americans are adequately repre-
sented, while other people of color are not. Sixty-one point four percent are women.



Under the Sales Worker category, the actual job is development officers. Of these fifteen positions, only
two are persons of color, which represents 13.3 percent. One is African American and one is Hispanic. Seven
are female, and eight are male.

Thirty-five point one percent of the nonexempt staff are people of color. There are a total of thirteen
emerging majority persons on a nonexempt staff of thirty-seven. Of the thirty-seven employees in the Office
and Clerical category, thirty-six are women.

3. Salary Analysis

A salary analysis of the Presbyterian Foundation did not find any red flags to indicate adverse impact.

In the assignment of job grades, the majority of the senior vice presidents are grade 22 or above. How-
ever, the senior vice president of marketing, who happens to be a white female, is a grade 21 and the senior
vice president of Human Resources, who happens to be African American, is a grade 20. An analysis of de-
scriptions and/or responsibilities will explain why the same titles of senior vice president are different grade
levels.

An analysis of most of the salary grades, comparing the salaries of males and females, showed no dispar-
ity. For instance, Grade 19 -Development Officers: The women’s average salary was $66,730.54. The men’s
salaries averaged $72,054.19. There is an average difference of $5,323.65 between men and women’s salaries
for the development officers. Of course, the tenure of the position and region would have a part in the expla-
nation.

The Presbyterian Foundation provided information indicating they follow the Book of Order, G-4.0403.

4. Affirmative Action Program

The implementation of Equal Employment/Affirmative Action Program will ensure what is already estab-
lished policy for the Foundation—equal employment opportunity for all persons, in all phases of the com-
pany’s operations without regard to race, color, religion, national origin, age, sex, or disability.

The policy will be communicated internally and externally.

The president/CEO of the Presbyterian Church (U.S.A.) Foundation has the ultimate responsibility for the
Equal Employment/Aftirmative Action Program. All senior staff shares the responsibility.

The Foundation will compile the following information for review on an annual basis:
* Applicant flow data.

* New hires.

* Promotions, transfers, demotions, and terminations.

* Foundation sponsored training.

5. Churchwide Plan for Equal Opportunity and Affirmative Action

The Presbyterian Foundation abides by the Churchwide Plan for Equal Opportunity and Affirmative Ac-
tion.



The diversity goal is for 20 percent racial ethnic representation in every unit and each job category. The
Foundation stated the goal is to be reached by 2010; however; in committee report from the Racial/Ethnic
Concerns Subcommittee, the 20 percent representation goal will be reached by 2015.

Three of eleven fund managers are people of color. They manage 10 to 15 percent of the portfolio.

E. Presbyterian Investment and Loan Program

In the year 2001, there were thirteen staff members. Sixty-nine percent were female, 43 percent are fe-
male at the exempt level, and 8 percent were people of color.

None of the exempt staff of seven are people of color. Four are male and three female, all are Caucasian.

Salary Grade Salary Race/Sex Status

22 $100,000 WM Exempt
20 73,520 WM Exempt
19 70,475 WM Exempt
19 53,055 WM Exempt
19 50,340 WF Exempt
18 49,535 WF Exempt
16 32,560 WF Exempt
15 27,865 WF Non exempt
15 27,865 WF Non exempt
14 26,316 WF Non exempt
14 25,867 WF Non exempt
14 25,550 WF Non exempt
14 23,788 BF Non exempt

Women hold all of the nonexempt positions. White men hold the top four exempt positions. There is only
one person of color in the workforce. There is a lack of representation of people of color in exempt positions.

The only person of color in the workforce is nonexempt and was hired in February 2002, which may be
the reason for having the lowest salary out of all. A review of the salary ranges for each grade is necessary to
determine if adverse impact is a factor for females in the organization.

The Presbyterian Church (U.S.A.) provides legal, human resources, information technology, communica-
tion, and accounting services.

1. Recruitment

Recruitment sources include the Louisville Courier Journal, the Louisville Defender, and informal con-
tacts.

2. Retention and Training

Retention and training includes a tuition reimbursement plan. The Human Resource Department of the
General Assembly Council provides Personal and Job development training courses. Technical development
is provided through licenses and credentials for staff, which require them.

The reporting of staff by exempt and nonexempt categories does not provide adequate data to determine
representation of women and people of color.

F. Presbyterian Publishing Corporation



1. Representation
Fifteen percent of exempt staff are people of color. The total includes two African American males, four
African American females, one Asian female, for a total of seven people of color on an exempt staff of forty-

S1X.

Thirty-three percent of the nonexempt staff are people of color. The total includes three African American
females, for a total of three people of color on a nonexempt staff of nine.

There are a total of ten people of color on a staff of fifty-five. The total percentage of people of color is 18
percent.

Production staff has gone from 6 percent people of color in 1998 to 22 percent today. Three people of
color have gone from nonexempt to exempt.

The Expanded Executive Staff of eight managers have no people of color.
2. Churchwide Plan for Equal Opportunity and Affirmative Action

The Presbyterian Publishing Corporation (PPC) abides by the Churchwide Plan for Equal Opportunity
and Affirmative Action.

3. Equal Employment Opportunity

The Presbyterian Publishing Corporation engages in employment policies and practices that promote
equality of opportunity in all aspects of employment.

The Presbyterian Publishing Corporation is ADA compliant. There are forty-five full-time positions and
one half-time position. Persons of color comprise more than 20 percent of the nonexempt staff.

There has been one request for reasonable accommodation, a special keyboard and voice-activated recording
mechanism for the employee to give verbal instructions to perform computer activities.

4. Recruitment

Advertising includes non-discriminatory EO/AA employer statement.

Networks have been developed to assist PPC in recruitment of qualified personnel from diverse origins.
The Presbyterian Publishing Corporation has a racial ethnic internship.

5. Retention

The Presbyterian Publishing Corporation offers employee development opportunities on the basis of job
relevance.

Vacation or unpaid leave is available for development activities deemed to be “personal” in nature. Leave
for development opportunities that are business related may be “time worked,” “vacation,” or “unpaid leave.”

There is a salary administration philosophy of market pricing.

There are three employees who are involved in ongoing continuing education. All are women. Racial eth-



nic staff development is a priority.
6. Reduction In Force

There has been a reduction in staffing of 20 percent in July 2001 and an additional 3—-4 percent in October
2001.

Staff has gone from sixty to forty-five positions. The fulfillment and customer service functions have
been outsourced. An additional six positions were cut.

VII. Summary

Effective methods and strategies are needed to change entrenched societal attitudes and norms that mani-
fest as racist behavior in PC(USA) and its corporate affiliate’s employee hiring and promotions patterns and
practices; retention strategies; minority vendor practices; and board compositions, etc.

Models that aim for change from the inside out, such as the 12-Step Program used by people recovering
from addictive behaviors; Weight Watchers and Overeaters Anonymous for overcoming obesity; and Cultural
Proficiency for changing organizational culture by valuing differences are indicated.

Internal change that affects the heads and hearts of people in positions of leadership and authority are in-
dicated to change the cultural environment and workplace atmosphere from one of legalistic compliance with
secular affirmative action and equal employment opportunity laws to one of genuine caring and valuing of all
humanity where relationship building and God’s agape love are modeled.

The ACREC Task Force to Examine General Assembly Entities commends the Presbyterian Church
(U.S.A.) and its corporate agencies for the following:

* Recognizing that racism and other forms of social oppression are spiritual problems.
* Recognizing that actions lag behind pronouncements in the various Presbyterian agencies.
* Resolving to become a “race conscious” organization.

* Approving a Racial Ethnic/Immigrant Churchwide Growth Strategy with a goal of 10 percent growth
in racial ethnic membership by 2005 and 20 percent growth by the year 2010.

* Instituting a mandatory antiracism training program for all General Assembly employees.

* Adopting an antiracism program as a first step in addressing the issues of inclusiveness, entitlement,
and privilege.

* Instituting a center-wide purchasing program to accomplish the Minority Vendor Policy’s goal of 10
percent minority contracting.

* Authorizing ACREC to carry out the GAC constitutional requirement “to review the work of General
Assembly agencies and bodies in light of General Assembly mission directions, goals, objectives, and priori-

ties” through the establishment of this task force.

* Committing to move beyond the counting of racial ethnic categories to determine the health, inclu-



siveness, compassion, or diversity of a Presbyterian agency.

Appendix I
Task Force Members and Resource Persons

Original Task Force Members: Curtis A. Jones (African American), chairperson; Fuad Bahnan (Middle
Eastern); Kikanza Nuri Robins (African Caribbean American); Tony Dela Rosa (Latino); Ralph Scissons
(First Nation); Janet Ying (Chinese American).

Consultant to the Task Force: Kirk Perucca (European American).

Serving as Readers and/or Resource Persons: Belinda Curry (African American); Eleanor Doty (African
American; Bryant George (African American); Nile Harper (European American); Ricardo Moreno (Latino);
Janice Spang (First Nation) formerly of the Center’s Research Services; Elona Street-Stewart (First Nation);
Eugene Turner (African American); Gayraud Wilmore (African American).

Staff to the Task Force: Teresa Sauceda (Latina) of the National Ministries Division—Racial Ethnic Min-
istries Office; Alice Broadwater (African American) formerly of the GAC Executive Director’s EEO/AA Of-
fice; Eleanor Doty (African American) formerly of the Center’s Human Resources staff.



