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Green 2.0 Data
The Green Celiling

« People of color are 36% of the U.S. population, and comprise
29% of the science and engineering workforce but they do not

POPULATION AND EMPLOYMENT TRENDS OF PEOPLE OF COLOR

40%

exceed 16% of the staff in any of the organizations surveyed. - FNE%Z’EEU%F COLCR
 For decadles, elnwronmental organghons have ;tressed the — PEOPLEOF COLOR

value of diversity however the diversity compostion has not / IN SCIENCE AND

broken the 16% green ceilling. /_' NSCIENCEAND
« People of color support environmental protection at a higher — BEIDSPTLAEF?TSOLDR

rate than whites. However, enwrolnmgﬂtal orgamzat]oms are not / NVIRONMENTAL

adequetely reaching out to organizations representing people ORGANIZATIONS

of color communities. 0%
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Green 2.0 Data continued..

Unconscious Bias, Discrimination, and Insular Recruiting

The failure of environmental organizations and agencies to increase use the existing internship pipeline effectively. As a result, diversity
recruitment and retention of people of color comes despite the decreases as responsibility increases. None of the largest budget
disproportionate impact of environmental hazards on communities orgs had a president, vice president, or assistant /associate director

of color and the fact that people of color poll higher than whitesin who was was a person of color.
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The impression that there are low numbers of people of color inthe applicant pool can be partially
attributed to organizations failing to go beyond their use of traditional, limited recruiting practices such
as word-of-mouth, environmental websites and informal networks.
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Existing program employee demographics

Outoome: |dentify minority stakenaldar groups not Currently rapresanted in

L L
D lve rS 1 ty the leadership, declslon-making or Implementation of current conservation

ana restoration activites. Create meaningrul opportunities and programs to
recrult and engage these groups In the Chesapeake Bay Program’s work.

100

Leadership
- Mon-leadership

iiiiiiiiiiiiiiiiiiiiiiiiiiiiiii

Percentage of Diversity Profile Respondents

Self-identified White Profile Respondents Saelf-identified Mon-white Profila Respondents.

National Average for
People of Color: 38%
Chesapeake Bay
Watershed
percentage: 35%
Percentage of people
of color in CBP: 13%
Percentage of people
of color in Leadership
positions in CBP: 3%
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Diversity Indicator Goal/Target

Propose the following goal for 2025:
Increase percentage of people of color in CBP from 13% to 25% (Closer to 29%)
Increase percentage of people of color in leadership positions from 3% to 15%
(Closer to 19%)
Current 13% represents 50 profile respondents of color
Current 3% of leadership represents 12 profile respondents of color.
An increase to 25% would mean 94 profile respondents of color out of 375
total respondents.

An increase in leadership to 15% people of color would mean 17 profile
respondents of color out of 375 total respondents.
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Proposed Diversity Goal

Approved by Management
Board, and requested to be
presented as a highlight at

the EC Meeting in August

* By 2025, 25% of the total
CBP partnership be
people of color.

By 2025, 15% of
leadership consist of
people of color.

* 15%[25% by 2025/
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