PURSUIT OF RACIAL EQUITY
IN THE WORKPLACE:

2022 BASELINE
FOR PROGRESS
In December 2020, a coalition of committed CEOs
and senior corporate leaders launched Washington
Employers for Racial Equity (WERE), a new statewide
coalition committed to supporting a racially equitable
future. The coalition began with an extensive research
effort that documented clear evidence of racial bias
and inequity across institutions, systems, workplaces,
and communities. Sharing a strong desire to support
long-term change, coalition members signed an
ambitious Commitment to Progress, setting specific
goals to advance racial equity by 2030, agreeing to be
transparent and accountable for collective progress,
and committing to advocate for racial equity statewide.

GOALS FOR 2030:

• Foster an inclusive corporate culture.
• Employ a workforce that reflects our
communities.
• Achieve racial pay parity.
• Increase Black representation in
management and senior leadership.
• Increase internships and work-embedded
learning experiences for Black students.
• Increase diversity and racial equity in
supplier networks.
• Increase investment in advancing racial
equity in the workplace and community.

In late 2021, WERE members were first surveyed to understand the baseline against which to measure
progress. Survey respondents employ more than 235,000 workers in total across Washington state.
Many of the metrics we sought to identify have never been tracked before and many WERE members do not
yet have complete systems in place to collect and report on all elements of the Commitment. Creation of new
systems to track progress and improve data collection will be a top priority. While the initial data are far from a
comprehensive measure of the workplace experience, they do provide important insights into what companies
are doing to advance equity.

ACCORDING TO THE AVAILABLE DATA:
• The large majority of WERE employers are ramping up efforts to better understand the experiences
and sentiment of Black employees, to address bias, and to improve workplace culture.
• At a statewide level, representation of Black employees in WERE companies matches the percentage
of the state’s working age population that identifies as Black or African American. However, this
representation erodes when zeroing in on the Central Puget Sound (home to the majority of the
state’s Black population and where 85 percent of WERE employees are based) and when looking at
representation in management and senior leadership.
• Nearly half of survey respondents have a formal supplier diversity program in place and more than a
quarter more have a plan of action. But most respondents did not have complete systems in place in
2021 to track and report spend with Black-owned businesses.
Our 2030 goals remain ambitious, and our work will continue to focus first on advancing equity for
Black Washingtonians, with the ultimate goal of equity for all. We will use this data to inform our
future work, set near- and mid-term goals, and hold ourselves accountable.
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BASELINE DATA: WORKPLACE CULTURE
The CEO signatories of WERE committed to fostering more inclusive cultures within their
organizations. This includes removing bias to achieve racial equity in hiring, evaluation, and
promotion; providing antibias training and racial equity education for employees; supporting a
community of Black professionals; and amplifying the voices of Black employees and customers.
Because culture is not easily measured, our survey sought to understand the actions WERE
members are taking that signal a commitment to building inclusive workplace culture. The baseline
data show that the majority of WERE members assess employee sentiment by race, and three
quarters conduct or plan to conduct internal assessments to identify sources of bias in hiring,
evaluation, and promotion. Additionally, large majorities provide or plan to provide racial equity
education and antibias training. Our goal is that all WERE companies will make such offerings a
cornerstone of their workplace culture.

YES

% Taking Action to Create an
Inclusive Workplace Culture, 2021
ASSESS EMPLOYEE
SENTIMENT BY RACE
& ETHNICITY

64%

CONDUCT INTERNAL
ASSESSMENT TO
IDENTIFY SOURCES
OF RACIAL BIAS IN
HIRING, EVALUATION,
& PROMOTION

29%

61%

PROVIDE ANTIBIAS
TRAINING

NO

22%

46%

PROVIDE RACIAL
EQUITY EDUCATION

NOT YET, BUT HAVE
PLAN FOR ACTION

13%

27%

21%

73%
0%
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18%

19%
50%

9%
100%
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BASELINE DATA: WORKFORCE

CENTRAL PUGET SOUND
POPULATION

AMERICAN INDIAN/
ALASKA NATIVE

60%

WERE EMPLOYMENT
CENTRAL PUGET SOUND

ASIAN

NATIVE HAWAIIAN/
PACIFIC ISLANDER

Workforce Compensation: WERE members
are committed to achieving racial parity in
average compensation for employees in similar
job categories. This begins by undertaking an
assessment of pay by job class and demographics.
Addressing any issues, tracking results, and
periodic reassessment are critical. In 2021, more
than half of WERE survey respondents had recently
conducted a racial pay parity assessment. Of those
that did, 79% have seen improvement toward,
maintained, or achieved pay parity.

HISPANIC OR
LATINO/A

58%

79%

74%

3%

10%
3%

5%

6%

5%

6%

1%

1%

1%

1%

13%

15%

1%

1%

1%

10%

BLACK/AFRICAN
AMERICAN

2%

4%

6%

4%

4%

24%

WERE EMPLOYMENT
STATEWIDE

26%

STATE
POPULATION

62%

Population & Workforce Representation by Race, 2021

61%

68%

Workforce Composition: WERE members are committed to employing a workforce that reflects the
communities in which they operate. In the 2021 survey, survey respondents report that 4% of their
combined statewide workforce identifies as Black or African American. This mirrors the percentage
of the statewide population that identifies as Black or African American. However, Black and African
American talent is underrepresented in the Central Puget Sound region (4% of WERE workforce versus
6% of the working age population in King, Pierce, and Snohomish Counties) where 85% of the WERE
workforce is employed. Additionally, Black talent is underrepresented in management and senior
leadership (3% of managers and senior leaders employed at WERE member companies in the Central
Puget Sound identify as Black or African American versus 6% of the working age population in the
region that identify as Black or African American).

TWO OR MORE
RACES

WHITE

RACIAL PAY PARITY ASSESSMENT
CONDUCTED IN LAST 3 YEARS
AFTER ASSESSMENT, SAW
IMPROVEMENT TOWARD,
ACHIEVED, OR MAINTAINED
RACIAL PAY PARITY
PLAN TO CONDUCT RACIAL
PAY PARITY ASSESSMENT
IN NEXT 3 YEARS

Workforce Preparation: WERE members are committed to investing in Black talent by increasing
the number of internships and work-embedded learning experiences for Black students. While the
pandemic has impacted program offerings, and not all companies have systems in place for tracking
internship offerings, survey respondents were able to track and report having provided 525 paid
internships, apprenticeships, or paid work experiences in Washington state in 2021. Not all companies
were able to delineate which of these positions were filled by Black individuals. However, we do know
that at least 21% of these positions were filled by Black students or workers.
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BASELINE DATA: SUPPLIER DIVERSITY & BLACK-OWNED
BUSINESS INVESTMENT
WERE members are committed to increasing diversity and racial equity among contractors, vendors,
and supplier networks and increasing investment in Black-owned businesses. Robust and concerted
supplier diversity efforts and tracking spend based on suppliers’ racial or ethnic ownership are critical
to operationalizing this commitment. In 2021, 44% of survey respondents reported having a formal
supplier diversity program in place and 40% tracked their spend with diverse suppliers. More than a
quarter have a plan to build out a program and nearly a third have a plan to track spend with diverse
suppliers in the future.

Supplier Diversity Efforts, 2021
FORMAL SUPPLIER
DIVERSITY PROGRAM
IN PLACE

YES

44%

TRACK SPEND WITH
DIVERSE SUPPLIERS

40%
0%

NOT YET, BUT HAVE
PLAN FOR ACTION

NO

27%

30%

32%

28%

50%

100%

The large majority of survey respondents did not have data available regarding specific spend with Blackowned suppliers in the most recent fiscal year. Just 27% percent of respondents had state-level data
available and reported spending $7.7 million with Black-owned suppliers headquartered in Washington
state. Fewer (24%) had systems in place to provide national data, and those companies reported spending
a combined $1.75 billion with Black-owned suppliers headquartered across the U.S.

BASELINE DATA: INVESTMENTS TO ADVANCE RACIAL EQUITY
WERE members are committed to making individual investments to advance racial equity in the workplace
and beyond, having set a collective stretch goal of $2 billion in total investment. Half of our survey
respondents in 2021 were able to track and report data. Taking just the reported investment totals into
account, we’re already at over $1 billion in recent or anticipated investments nationwide by 2025.

LEARN MORE AT
EMPLOYERS4EQUITY.ORG
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