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I. Introduction 

In June of 2020, Akron City Council, with support from Mayor Dan Horrigan, declared racism a public 
health crisis. Within Akron City Council’s declaration was a call for the establishment of a Taskforce 

assembled for the purposes of developing a pro-equity strategic plan responsive to this crisis. 

The Racial Equity and Social Justice Taskforce (“the Taskforce”) began its work on November 10, 2020 
and will continue through December 2021. The Taskforce’s mission is to build public trust in the 

community by formulating meaningful recommendations of policy change to create a more racially 
equitable, socially just community, and to bridge the racial wealth divide in the City of Akron. 

Recommendations of such policy change will be outlined in a five-year Strategic Plan, which will be 
delivered to the Mayor, City Council, and the community by December 2021. 

The Taskforce’s work and direction is led by the City of Akron’s Health Equity Ambassador Tamiyka 

Rose, with administrative assistance and coordination.  

The Taskforce Executive Committee is ultimately responsible for the five-year Strategic Plan, which will 
be delivered to the Mayor and City Council in December 2021. The Strategic Plan will include specific 

policy recommendations, timelines, and funding allocations required to achieve the recommendations.  

The Taskforce’s six Subcommittees were responsible for advising the Executive Committee as it 
prepares to make recommendations; the enclosed is their final document providing suggestions to the 

Executive Committee.  

Subcommittees were asked to focus on their subject area, identifying problems, examining potential 
responses, researching best practices and ultimately recommending policy solutions to the Executive 
Committee. The Office of the Mayor did not stipulate, require, or direct Subcommittees to consider 

particular policies, but specifically directed that the reports which follow reflect the concerns, ideas, and 
preferred framework for change dictated by members of the Subcommittees. 

In his capacity as the Chair of the Taskforce, Presiding Bishop F. Josephus Johnson, II, better known as 

Bishop Joey Johnson, has asked Subcommittee Chairs to involve grassroots organizers and community 
members in their work, to interact with and interview City officials involved in the topic their Subcommittee 

examines, and to both discuss and research possible changes in practice. 

The Purpose of This Report

Subcommittees are required to advise the Executive Committee of their findings and progress via 
quarterly reports. This document contains the third and final report from the Subcommittees, summarizing 

their work during the third quarter of 2021.  

This document was prepared for the review of the Taskforce Executive Committee and is NOT a 
final recommendation of the Taskforce – it is an explanation of work still being done, and a tool 

to facilitate two-way communication between the Subcommittees and Executive Committee. 

Executive Committee members are expected to review the information contained in this report and 
determine whether they plan to adopt the Subcommittees’ final recommendations. As the Executive 

Committee is expected to utilize the research of the Subcommittees in their final report, members should 
consider whether, as decisionmakers, they need more or different information than is being provided by 
the Subcommittees.  
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This report is the third and final report provided to the Taskforce Executive Committee. Each successive 
report has built on the report before it. Subcommittee chairpersons will attend the November meeting of 

the Taskforce to present the content herein and update the public on their final recommendations. 

Executive Committee Member Instructions

During 2021, Subcommittees were to provide the Executive Committee of the Racial Equity and Social 
Justice Taskforce with a total of three reports containing their research and recommendations. This 

Quarter 3 report is the Subcommittees’ final report.  

Executive Committee members are expected to review the Quarter 3 report and determine whether they 
will adopt the Subcommittees’ final recommendations, whether they will ask the Subcommittees for 

additional information, or whether they will decline to adopt the Subcommittees’ final recommendations.  

Each Subcommittee leader will present their research during the Taskforce Executive Committee 
Meeting, to be held November 16, 2021 at 6:30 PM. If you have additional feedback after that meeting, 

please email Bishop Johnson using these links: 

Feedback for Criminal Justice, Equitable Workforce Development, and Health Subcommittees

Feedback for Communications, Education, and Housing Subcommittees

Feedback is requested on the information enclosed by November 23, 2021. Bishop Johnson will distribute 
final feedback to the Executive Committee to review and discuss as they finalize the Taskforce Final 

Report.  
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II. References Guide 

Introduction 

The following document serves as the style guide for all communications published by the City of Akron’s 
Racial Equity and Social Justice Taskforce (“The Taskforce”). This Guide contains a list of the shorthand 

which will be utilized, and specific guidance regarding the standardized way to reference people and 
groups. 

In creating these guidelines, the Taskforce Chair primarily consulted the AP Stylebook Guidelines 

Related to Race References in Press Coverage, as well as other style guides and common usage. For 
more on the AP guidelines, consult the copy hosted on the Taskforce Drive.   

The Guide has been created to promote precision of language, clarity of meaning, respect, and 

uniformity in Taskforce communications. 

Shorthand 

Introduce the following terms in full and allude to shortened titles in the beginning of the executive 

summary 

The below will be listed for the first time thus: Full name (“Abbreviation”) 

 Akron Police Department (“APD”) 

 Akron Public Schools (“APS”) 

 The City of Akron’s Racial Equity and Social Justice Taskforce (“The Taskforce”) 

 The City of Akron (“The City”) 

 Chartered Non-Public Schools and Non-Chartered, Non-Tax Supported Schools (“Non-Public 
Schools”) 

 If referring to Catholic schools, say Catholic schools 

 If referring to charter schools and community schools (which are considered by the state to 
be included in the moniker, “public schools”), explicitly state that. 

 Professional staff members employed by the City of Akron (“City Staff”) – specify if referring to a 
specific department  

 Summit County (“The County”)
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Terms Relating to People 

The Taskforce will use the following terms (the “to use” term is italicized): 

 Akronites or City Residents – people living in the City of Akron. Capitalize “City” 

 Black people - Acceptable for an American Black person of African descent. Use the capitalized 
term as an adjective in a racial, ethnic or cultural sense: Black people, Black culture, Black 
literature, Black studies, Black colleges. The terms are not necessarily interchangeable. See 
additional note below.

 If specifically referring to only U.S.: “African Americans” (do NOT use a hyphen).  

 COMPOUND PROPER NOUNS AND ADJECTIVES: No hyphen in designating dual heritage: 
Italian American, Mexican American 

 Latino, Latina – Latino is often the preferred noun or adjective for a person from, or whose 
ancestors were from, a Spanish-speaking land or culture or from Latin America. Latina is the 
feminine form. The gender-neutral term Latinx, should be confined to quotations, utilized only 
when requested by the person(s) to whom the word refers in the text, and be accompanied by a 
short explanation, i.e. “Hernandez prefers the gender-neutral term Latinx.” For groups of females, 
use the plural Latinas; for groups of males or of mixed gender, use the plural Latinos. 

 Enslaved people - The term slaves denotes an inherent identity of a person or people treated as 
chattel or property. The term “enslaved people” underlines that the slave status has been imposed 
on individuals. 

 Immigrants – use this to refer to people who have traveled to the United States from outside U.S. 
borders and who now consider the U.S. to be their place of residence in this way. Use without a 
qualifier.  

 People of color - The term is acceptable when necessary in broad references to multiple races 
other than White: We will hire more people of color. Nine playwrights of color collaborated on the 
script. Do not use “person of color” for an individual.

 Police violence - use this to refer to aggression from a member or members of any police force 
intended for, or resulting in, the physical harm of other person(s). (referenced the Ask the Editor 
question section of the Stylebook) 

 Systemic racism – use this term to refer to social, political and institutional systems and cultures 
that contribute to racial inequality in areas such as employment, health care, housing, the criminal 
justice system and education. Avoid shortening this use to simply “racism,” to avoid confusion 
with the other definition. 

 White people – use when referring to “persons who are part of any of various population groups 
considered as having light pigmentation of the skin”  

Note: “The meaning of White as it relates to population groups has historically been fluid…The 
category has also often functioned as a grouping into which people who are not designated as 
belonging in some other category are placed. Specific parameters are, however, sometimes set, 
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as in the U.S. 2020 Census, which stipulates that "the category of 'White' includes all individuals 
who identify with one or more nationalities or ethnic groups originating in Europe, the Middle East, 
or North Africa." (Merriam-Webster) 

 Communications will not be written in a way that assumes White is default.  

 Not: The officer is accused of choking Owens, who is Black.  

 Instead: The White officer is accused of choking Owens, who is Black.

Special Note on Using the Singular While Discussing Race 

Generally, do not use Black(s) OR White(s) as a singular noun. Black and White are acceptable as 
adjectives when relevant. For plurals, phrasing such as Black people, White people, Black teachers, 

White students is often preferable when clearly relevant.  

Examples: 

At present, White patrons account for 60% of season-ticketholders, Black patrons 30% and Latino 
patrons 10%.  

The public service announcement was intended to reach the City’s Black families.

The plural nouns Blacks and Whites are generally acceptable when clearly relevant and needed for 

reasons of space or sentence construction. He helped integrate dance halls among Blacks, Whites, 
Latinos and Asian Americans.
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III. Executive Summary 

The Taskforce Subcommittees have completed their task of establishing policy recommendations for the 
Executive Committee’s review. Below is a general overview of each Subcommittees’ final 

recommendations to be submitted to the Taskforce Executive Committee. 

Communications Subcommittee 

The Communications Subcommittee's Quarter Three Report focuses on finalizing the plans for a 
communications framework and establishing the Racial Equity Guiding Coalition. The Subcommittee also 

renews its support of the equity guidelines provided by the Government Alliance on Race and Equity and 
recommends Akron's continued participation in GARE. 

Criminal Justice Subcommittee 

The Criminal Justice Subcommittee’s Quarter Three Report finalizes its recommendations in several 
areas of the City of Akron Police Department. The Subcommittee’s final recommendations focus on police 
accountability mechanisms, a police auditor and civilian oversight board, body-worn camera legislation 

and policy; police training, hiring and promotion practices, and community policing.  

Education Subcommittee 

The Education Subcommittee’s Quarter Three Report centers on recommendations for policy changes 

that will narrow the opportunity and achievement gaps which exist between students of color and White 
students and limit the effects of poverty on educational opportunity. The areas in which the Subcommittee 
has made recommendations includes student access, student-centered learning and closing the 

achievement gap, pandemic recovery, cultural responsiveness, and fiscal transparency.  

Health Subcommittee 

The Health Subcommittee’s Quarter Three Report finalizes policy recommendations focused on 

addressing the root causes of inequities that exist in practices, policies and organizational structures of 
public health and healthcare systems. The Subcommittee’s Diversity Scorecard was so well done that 

the Executive Committee will consider adopting the Diversity Scorecard format for each Subcommittee. 
The rest of the Subcommittee’s recommendations focus on how the City can work to improve health care 
for its employees and citizens as a whole.   

Housing Subcommittee 

In the Housing Subcommittee’s Quarter Three Report the Subcommittee finalizes recommendations 
which will increase the number of inclusive, healthy neighborhoods in Akron, and which will increase fair 

access to opportunities for economic advancement and mobility. The recommendations contained in this 
quarter three report include action items housed within three strategies: invest in neighborhoods that 
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have experienced a history of disinvestment and inequity, provide opportunities for people of color to live 
in more integrated communities, and promote homeownership opportunities to decrease the wealth gap. 
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About the Chair 

Presiding Bishop F. Josephus Johnson, II, better known as Bishop Joey Johnson, is the Organizer and 

Senior Pastor of The House of the Lord in Akron, Ohio. 

Bishop Johnson is a renowned Bible Scholar, counselor, educator, conference speaker and workshop 
facilitator. His experience in leading one of the city’s largest churches for forty-five years has equipped 
him to impart wisdom for issues related to church growth and development, business management, 

leadership and team building. 

Executive Committee Members:  

Pastor Bishop F.J. (Joey) Johnson II 

Bruce Alexander 
Tonya Block 
Kemp Boyd 

Tracy Carter 
DaMareo Cooper 

Dr. Raymond W. Cox III 
Vince Curry 

Carla Davis 
Robert DeJournett 

Jose Delgado 
Bina Gurung 
Judi Hill 

Dr. Michael Hughes 
Pastor Stacey Jenkins 

Mark Krohn 
Sue Lacy 

Dana Lawless-Andric, Ph.D. 
Teresa LeGrair 
Honorable Elinor Marsh-Stormer 

Curtis Minter, Jr. 
Stephen Muhammad 

Jim Mullen 
Dr. Fedearia Nicholson-Sweval 

Rev. Roderick Pounds 
Bill Rich 

Kevin Rushing 
Brandon Scarborough 
Margo Sommerville 

Pastor Mark Ward 
Bernett Williams 

Laurie Zuckerman

Taskforce Composition 

The Executive Committee is ultimately responsible for
the five-year Strategic Plan, which will be delivered to the 

Mayor and City Council in December 2021.  

Subject matter-specific work is done by six topic-based 
Subcommittees. The Subcommittees are required to 

advise the Executive Committee of their findings and 
progress via quarterly reports. 

Executive Committee members are expected to review 

the data and provide feedback to the Subcommittees. The 
Executive Committee is expected to utilize the research of 
the Subcommittees. 
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IV. Quarter Three Subcommittee Reports 

A. Subcommittee on Communications 

I. Introduction 

The City of Akron Racial Equity Social Justice (RESJ) Task Force Communications Subcommittee 

recommends the City of Akron undergo an overall organizational culture change. 

City leaders have made valiant attempts at establishing racial equity over the last 30 to 50 years; 

unfortunately, none has fully taken hold.  This failure has left many, particularly those within the minority 

community, feeling skeptical of any new proposals.  Achieving racial equity requires a cultural shift, not 

just a plan.  In order to achieve any real and lasting racial equity outcome in 2022 and beyond, further 

efforts must 1) focus on building and maintaining intentional transparent relationships with those most 

affected by racial inequity; 2) include those most affected in the decision-making process for any and all 

potential actions; and 3) make racial equity central to the efforts of the mayor, the cabinet, and city council 

members. 

Our subcommittee’s report includes recommendations for policy change in the areas of transformative 

racial equity processes; gathering and sharing information on racial equity in an equitable way; two-way 

communications with communities of color. 

Our recommendations are based on the following assumptions: 

1. Change happens through individual awareness and transformation that carries over to 

relationships. City leaders can (and should) change programming and practices; however, that 

alone does not go far enough.  In order for racial equity to stick, city employees, elected officials, 

and others in leadership and support positions must alter the way they see and treat others, 

including the how and with whom they hold conversations.  In order to achieve fairness and 

equality for all within the Akron community, all must strive to actively seek perspectives different 

from their own and be open to being changed by views with which they may have been previously 

unfamiliar. This transformation requires those within all spheres of city government to both initiate 

and be open to conversations that are authentic, bold, and often uncomfortable. 

2. Racial equity work is a fundamental shift in mindset with regards to whose voices are heard and 

whose voices influence decisions, making the mantra “Nothing about us without us.” central in its 

mission.  

a. Although they may have good intentions to do what is right for people of color, White 

people often unwittingly operate from the perspective that White, middle-class values and 

experiences are the norm and the standard by which all should aspire to live. From how 

they interact and relate to others to how they make sense of the world, White people - 

whether unconsciously or not - see these ways as how things should be, or as the only 

way to have a good life. This perspective then influences decisions about what is best for 
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everyone, including people of color.  This ignores the fact that people of color often have 

very different lived experiences and therefore different perspectives.  

b. In order to achieve racial equity, decision-makers at all levels of government must insist 

that the voices of those most impacted by policies are included in all discussions and for 

every step of the decision-making processes. The racial make-up of Akron is such that 

race permeates virtually all aspects of life. For this reason, the voices of those in the Black 

community must not only be heard but, even more importantly, must influence decisions. 

Stories and perspectives belonging to POC must be central to decision making.  Such an 

approach helps to guarantee that those who have direct experience with issues of racial 

equity are the experts.   

3. Working with the Government Alliance on Race and Equity (GARE) makes sense for city leaders 

and is the best use of existing resources. Akron is already a member of GARE, and city staff have 

attended several of the organization’s training sessions.  GARE can provide many more resources 

to the city that directly impact work on RESJ. 

Strategies and actions for racial equity outlined by GARE are necessary to bring about the mayor’s stated 

intention of achieving racial equity. These strategies include: 

a. Normalizing, organizing and operationalizing racial equity, whereas 

i. Normalizing is developing a shared understanding of key concepts across the 

entire jurisdiction and create a sense of urgency to make changes; 

ii. Organizing signifies training staff while also building infrastructure to support the 

work, like internal organizational change teams and external partnerships with 

other institutions and community; 

iii. Operationalizing involves Implementing new tools for decision-making, 

measurement, and accountability. 

b. Quantifying goals, measuring those goals often, and publicly reporting results; 

c. Ensuring that Akron’s racial equity work is transformative, meaning that the work cuts 

across multiple institutions and practices with a focus on changing policy and 

organizational culture, rather than only on moving forward with a list of tasks. 

i. GARE describes transactional changes as those that help people achieve better 

outcomes within existing structures but leave those structures in place. 

Transactional changes may result in short-term gains for communities and/or 

employees of color but do little to ensure those gains will be lasting or change 

underlying assumptions. 

ii. With a clear vision for racial equity, transactional approaches can help position 

Akron for more transformational work, but it won’t be sufficient to achieve racial 

equity.  Transformational changes, by contrast, are those that can transform Akron 

into an equitable, just city across multiple institutions, with a focus on policy and 

organizational culture that alters the way institutions and people within those 

institutions operate, such a transformational change results in a shift of values, 

creating the political will and philosophy to create racial equity. 
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II. History of Communications in the City of Akron 

The City of Akron RESJ Task Force Communications Subcommittee members interviewed key 

administration, city council members as well as community leaders to establish a baseline for past and 

present communication practices, including:  

1. Robert DeJournett, Greater Akron Chamber Vice President, Opportunity & Inclusion;  

2. Shammas Malik, City of Akron Ward 8 councilman;  

3. Christine Mayer, President, GAR Foundation, and  

4. Dr. Brant T. Lee, Professor of Law, Assistant Dean of Diversity & Social Justice Initiatives. 

In addition, City of Akron Communications Chief of Staff and Deputy Mayor for Administration Annie 

McFadden along with former City of Akron Communications Director Stephanie York provided history on 

the communication efforts of both former Mayor Donald Plusquellic and present Mayor Daniel Horrigan.  

According to McFadden, Mayor Plusquellic relied on traditional communications methods, favoring 

weekly press conferences, one-on-one interviews with established media, and in-person appearances. 

Mayor Plusquellic’s communications team consisted of a director and a community engagement liaison, 

who relied heavily on printed mailings.  Social media was not leveraged or highly utilized.  

The current administration’s communications team is composed of a chief of staff, communications 

director, press secretary, communications and media supervisor, press secretary, communications and 

media supervisor, and a multimedia coordinator who all work in the mayor’s office. The administration 

said it is taking steps to embed communications experts in other key departments as well. The team’s 

main communications mediums are social media, press releases and press conferences, and the annual 

City Magazine, which has appeared as printed mailings and in digital form. 

Significant reductions in the city budget from 2008 to 2011 resulted in printed mailings being the chief 

mode of communications.The advent of social media also shifted the communications landscape. 

Additionally, trust in media and government institutions began to decline, leading to a preference for in 

person conversations rather than top-down, one-way communications. The present administration 

pursues community engagement through commissions, community groups, and task forces. 

Communication via digital media is at the forefront through social media conversations, virtual town halls, 

emails/press releases to key constituencies, and digital surveys.  
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III. Proposal /Policy Recommendations 

The City of Akron RESJ Task Force Communications Subcommittee recommends the City of Akron:  

The first set of recommendations is to establish structures and processes in support of racial 

equity  

Establish a set of structures and processes to support the goal of achieving racial equity and create a 

new position to shepherd the city through this process to last a minimum of five years. Throughout this 

five-year process, successes and challenges are expected and will occur.  Therefore transparency is 

vital, where members of the community and their leaders are able to see progress and results in order to 

encourage continuation of the RESJ effort beyond five years. 

Here are the recommendations for structures and processes:  

1. Create a City of Akron Joint Racial Equity Vision that will guide the mayor, the cabinet, and city 

council members in their work to establish a joint vision for racial equity. This vision will be heavily 

informed by communities of color who are impacted by institutional and structural racism. The 

mayor, the cabinet, and city council members will hold themselves and future officeholders 

accountable for eliminating racial inequities in Akron and improving outcomes for all racial groups 

using the “Results Based Accountability Framework” as outlined in GARE’s “Racial Equity Action 

Plans: A How-to Manual”. 

a. Intended results and outcomes: 

i. A significant increase in the energy toward achieving racial equity within the city 

resulting in a continued focus on such equity beyond current office-holders.  

b. When to expect results: 

i. Such results can be expected immediately upon establishment of the joint racial 

equity vision and will continue perpetuity. 

c. People / functions this proposal could impact:  

i. All leaders across city government. 

d. Necessary resources:  

i. For the creation of this joint vision, there will be a need to hire a racial equity 

facilitator who can host and plan a retreat for guiding the process - including data 

collection. Preparation time, time at the retreat, as well as cost of location and food 

estimated at $8,000 

2. Hire a City of Akron Deputy Mayor for Racial Equity who has the influence, authority, and 

resources to guide the city in recognizing and eliminating racial inequities in improving outcomes 

for all racial groups with an initial focus on the African American community.  Job responsibilities 

in appendix. 

a. Intended results and outcomes: 

i. Developing and ensuring the continuation of the racial equity vision; a continued 

official oversight of the development and implementation of plans within and across 
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city departments and to ensure that relationships are developed within the Black 

community and that their views have an impact across the city. 

b. When to expect results: 

i. Within six months of hiring, with someone to support overall strategy and 

implementation of racial equity recommendations. 

c. People/ functions this proposal could impact: 

i. The mayor and senior staff would initially be a resource for members of that office 

as they work to develop and implement plans from the City of Akron RESJ 

Taskforce.  Over time this role will impact all city employees as they learn to hold 

honest conversations about the development of new systems, structures, and 

relationships that support city-wide racial equity.  Communities of color and 

organizations that support them also will be impacted, as they will become actively 

involved in accessing RESJ information and in providing feedback to the city. The 

final goal is to have those constituents most impacted by RESJ decisions involved 

up front, helping to determine what is needed and how to most effectively structure 

and communicate plans. 

d. Necessary resources: 

i. Salary and benefits for five years is estimated between $120,000-$130,000. 

3. The new Deputy Mayor for Racial Equity should establish an office to support eliminating racial 

inequities in Akron. This will entail hiring a team to support that equity work. Staff should include 

a racial equity project manager, a racial equity training manager, and a racial equity data manager. 

Having spoken to several individuals who have held a senior role for racial equity in a range of 

organizations, their consistent response is that without a support staff, the racial equity job is too 

big and too exhausting. This support staff will help ensure sustainable, system-wide change. 

a. Intended results & outcomes:   

i. A team of people to support the systemic and cultural shifts that                  transform 

Akron to a city in which racial inequity is eliminated and people of all racial 

backgrounds are able to thrive. 

b. When to expect results:   

i. It will take three to six months for the deputy mayor for racial equity to develop an 

understanding of leaders and community members and to cultivate relationships 

with them.  Once support staff are hired, it will take an additional three to six months 

to gain a firm handle on what is necessary to make significant changes.  

c. People/ functions this proposal could impact: 

i.  Communities of color and organizations that support them 

d. Necessary resources:   

i. The resources necessary for this staff includes salary and benefits to pay  three 

people for four and a half years’ worth of work. 

4. Establish a City of Akron Racial Equity Guiding Coalition with guidance from the city’s newly 

established deputy mayor for RESJ, the mayor and city council members.  This small coalition 

should be composed of no more than nine to 12 members to assist with developing high level 
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strategies for removing barriers to realizing the joint racial equity vision. Coalition members will 

be a diverse group of individuals with established credibility among a wide and diverse spectrum 

of community members and will include council members, high level city employees, and 

community leaders. Members will be allies of the racial equity process in both formal decision-

making and in behind-the-scenes conversations. The deputy mayor for racial equity will lead this 

coalition and will be accountable to make sure its strategies and decisions are implemented. 

a. Intended results & outcomes:   

i. A group of people who will remove barriers to racial equity at the highest levels of 

government. 

b. When to expect results:  

i. Significantly over the first year of the coalition.   Continued thereafter as City 

systems and culture continue to shift. 

c. People/functions this proposal could impact:  

i. Top levels of City government plus top levels of community leadership. 

d. Necessary resources:  

i. No cost as the coalition will be led by the deputy mayor for racial equity 

5. Create a City of Akron RESJ Advisory Committee. RESJ Task Force members will have oversight 

of the implementation of the recommendations and will seek input from affected communities.  

This committee will report to the mayor and receive at minimum quarterly reports from the deputy 

mayor for racial equity and others as needed.  This committee strengthens the transparency of 

what is happening and allows citizens to have direct input. 

a.  Intended results & outcomes:  

i. Oversight of the city’s racial equity work by a group of knowledgeable and caring 

citizens will lead to additional accountability and transparency of the process and 

outcomes, which will support trust and political will in the community for racial 

equity work. 

b. When to expect results:  

i. Significantly over the first year of the committee. 

c. People/functions this proposal could impact:  

i. Top levels of City government plus top levels of community leadership. 

d. Necessary resources: 

i. No cost  

Accountability within the new structures: 

The work of racial equity is the responsibility of everyone in the city. The mayor and city council members 

are ultimately accountable for the success of this racial equity work. The deputy mayor for racial equity 

and the support staff will take the lead in developing the strategy and the planning necessary to achieve 

racial equity and to ensure the work is implemented. For culture and systems to really change, the 

mayor's cabinet must be integrally involved in racial equity planning, implementation, and communication 

within their departments. All cabinet members are accountable for systemic, structural, and 

communication shifts (meaning goals, milestones, training, and the ability to hold open conversations 

about race) within their respective departments.  To this end, the City of Akron Racial Equity Guiding 
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Coalition will be accountable for serving as an ally in this process within city council members and the 

mayor’s cabinet members.  The City of Akron Racial Equity and Social Justice Taskforce is responsible 

for monitoring the process and holding all parties accountable. 

The second set of recommendations is to gather and share information on racial equity in an 

equitable way

6. Implement an equitable framework for sharing data/information. Trust is a function of 

transparency and it is now commonplace for data sharing and data integration to be used in 

decision making across government entities. This approach occurs at every level—local, state, 

and federal. While most data sharing and integration occurs within a legal and governance 

framework, an emphasis on racial equity, transparency, and community engagement is often 

peripheral. This is especially troubling because government policies and programs that produce 

data have often played a direct role in creating, enabling, and sustaining institutional and structural 

racism. Established in part by the University of Pennsylvania, the Actionable Intelligence for Social 

Policy (AISP) framework, defines six principles/guidelines of what is called, the Data Life Cycle. 

These elements are summarized below: 

- Planning: Sets the standard for infusing racial equity throughout the rest of the data life 

cycle. Define goals, purpose, stakeholders, processes, accountability, etc. 

- Data Collection: Identifying the sources of data with an understanding that the sources are 

vulnerable to biases, inaccuracies, and incomplete or missing data. 

- Data Access: Realizing access to data can be limited and/or not equitable, defining who 

can obtain, view, or use data; when it can be used; and for what purpose. 

- Use of Algorithms and Statistical Tool: Implement strategies that can be used to ensure 

transparency and identify if or when an algorithm is written with intended or unintended 

bias.  

- Data Analysis: Incorporating individual, community, political, and historical contexts of 

race to inform analysis, conclusions, and recommendations.  

- Reporting and Dissemination: Involves strategic consideration of the audience and the 

mode(s) of dissemination that most effectively conveys the information. 

a. Intended results & outcomes: 

i. A better understanding of the complex needs of individuals, families and 

neighborhoods within Akron as well as an optimization of resource allocation to 

where needed most to improve services, measure long-term and two-generation 

impacts of policies and programs.  

ii. The city administration will engage more effectively with community leaders by 

being more transparent and by sharing decision-making duties and giving more 

power to the community in determining how data should (and should not) be used. 

City leaders also will ensure that information/data that is shared is done so 

equitably and is measurable.When to expect results:  

iii. The City can expect an increased capacity for evidence-based policy-making, 

improved ability to evaluate what works, greater capacity to respond to federal and 
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foundation grants, cost savings and efficiencies, improved relationships and trust 

across agencies, increased public engagement in conversations about RESJ 

topics. 

iv. This can be a phased approach after considering current funding, resources, 

partners and collaborators. In working with AISP consultants on best practices, the 

expectation can be within a year a framework can be implemented and data 

sharing can begin. 

b. People/functions this proposal could impact:  

i. The expectation is that Akron as whole would benefit from a structured approach 

to sharing data but specifically the direct and immediate impact would be to: 

families; city planning and development departments; criminal justice systems; 

economic development; education; government policies; health; housing; human 

services; and workforce development. 

c. Necessary resources:  

i. The resources necessary would be Deputy Mayor for Racial Equity, CIty of Akron 

Communications Department staff member(s), Consultant from AISP and City IT 

Manager to first define a specific scope of work. 

7. Create a centralized repository to share RESJ data/information. Currently city administration 

utilizes a number of platforms to communicate with the citizens of Akron. The general consensus 

in our research is that the platforms are not optimized well by residents due to lack of awareness 

or accessibility to information/data. To that end, we recommend city leaders: 

- Design a more contemporary website focused on the user experience, optimized for 

mobile devices and driven to improve access to information regarding RESJ topics: 

criminal justice, education, workforce development, health and housing.  

- Allow for easy access to City managed, social media platforms and other Akron related 

online resources across city departments.  

- Create new dashboards and reports dedicated to racial equity and social justice metrics. 

This would allow for improved transparency of information and progress on RESJ Task 

Force recommendations, civic employment, public policies, RESJ achievements, 

education, criminal Justice, housing, health, employment and economic development. 

- Provide status on city-led or collaborative programs and initiatives that impact RESJ 

matters, like Elevate Akron and The Office of Integrated Development Strategic 

Framework, etc.  

- Increase engagement with the Akron webpage of the G.A.R.E. website and provide links 

back to the central repository to provide better continuity between G.A.R.E. initiative. 

a. Intended results & outcomes:  

i. The community will have equitable access to a wealth of valuable information 

similar to the City of Chicago Office of Equity & Racial Justice website. This site 

provides insight into the development, coordination, and administration of racial 

and social equity policies and practices for the City of Chicago. Their website 

provides access to this information regarding trends and status on initiatives. 

Another example is the City of New York’s Equity NYC. The website provides 
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reports that measure the status of racial and social equity in New York City and of 

the city’s work to address existing disparities. 

1. This would serve as a public account of the performance of city agencies, 

measuring whether they are delivering services efficiently, effectively and 

expeditiously. This would be a reflection of the city's values and priorities, as 

city leadership focuses on equity, equality and opportunity. It will induce greater 

collaboration between civic entities and the community as it has done in 

Chicago and New York.  

ii. When to expect results: 

1. The timeline for a phased implementation could begin within 18 month based 

on similar project scopes.  

iii. People/functions this proposal could impact: 

1. The level of transparency would be unprecedented in Akron, and in turn could 

result in a positive response from the community. Though increased access 

could lead to difficult conversations, those conversations have a greater 

chance to produce solutions. These efforts could raise the profile of the city, 

producing goodwill with the residents of Akron, as well as position the city as 

an example regionally or even nationally. The expectation is that the Akron 

community as a whole would benefit when data is equitably accessible.  

iv. Necessary Resources:  

1. The resources required would be a website designer, City IT Manager, Deputy 

Mayor for Racial Equity and City of Akron Communication Department Staff 

member(s) to define the scope of work.  

8. Incorporate Artificial Intelligence (A.I.) Ideally within the context and guidance of an equitable data 

sharing framework (recommendation 7), A.I. can be an additional tool to provide further insight on 

what data is most valuable for city agencies to effectively support the community. A.I. will allow 

the city to more effectively gather data across various platforms and have measurable, data driven 

means to listen to a diverse set of voices in our city, while placing focus where it's needed and 

creating actionable tasks for strategic planning, budgeting, policy-making, improving services, etc. 

Starting pricing for AI software products is approximately $5500 annually. Recommend to consult 

with Zencity or Polco to further vet specific options but within one year implementation could 

begin.  

a. Intended results & outcomes: 

i. Residents are at the heart of the city and each should have an opportunity to be 

heard through equitable exchanges across a variety of communication platforms. 

Residents can expect similar outcomes as occurred in the City of Lorain, where 

A.I. was used to gauge the willingness of its citizens to support funding projects. 

The tool allowed for two way equitable communication between the city and the 

community. The feedback from the residents of Lorain provided city council 

members with the confidence to move forward to fund civic projects. While 

empowering the City of Lorain community to be a part of a more transparent 

process. 
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ii. In the City of Dayton A.I. assisted with better managing crises within the city. The 

city used A.I. to aggregate data from its call center, social media, the local media, 

and other relevant data sources. During each crisis, the platform showed that there 

was a significant increase in discussions centered around distinct subtopics related 

to the crises. This allowed the City to optimize, engage and share information with 

the community. The residents benefited from these optimized services and 

improved communication methods.  

iii. The City can expect a more streamlined approach to communicating with the 

community. Improved transparency by leveraging the channels our residents 

frequent for open communication and making decisions based on the community’s 

most valued concerns. The City agencies can supplement decision-making 

processes with data for better governance and a quantitative approach to city 

management. Track specific initiatives by accessing wide spread resident 

feedback over-time.  

b. When to expect results: 

i. The first results of the A.I. technology can be expected within the first two to three 

years of using a software. 

c. People/functions this proposal could impact: 

i. The expectation is that Akron as whole would benefit from a structured approach 

to sharing data but specifically the direct and immediate impact would be to: 

families, city planning and development departments, the criminal justice system, 

economic development, education, government policies, health, housing, human 

services and workforce development. 

d. Necessary resources:  

i. The resources required would be City IT Manager, Deputy Mayor for Racial Equity, 

City of Akron Communication Department Staff member(s) and consultant from 

Zencity and/or Polco to define the scope of work. 

The third set of recommendations is to establish communications regarding community of color 

9. Develop and implement a five-year racial equity public relations campaign to create a regular diet 

of positive messaging regarding the City of Akron’s African American (and people of color) 

residents. 

- The City should establish a regular practice and culture of effective communication about 

racial equity to build trust among Black residents in Akron, especially those under the age 

of 40. The GARE Communications Guide provides a toolkit for member cities serious 

about building and maintaining intentional relationships with those in the communities 

most affected by moving the needle on racial equity.  

- Akron can take action by hiring a marketing firm that is wholly committed to implementing 

the communications best practices in the GARE Communications Guide, and develop a 

messaging strategy that unites its communications about racial equity work with a similar 

tone, feel and message.  
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- It is critical that any communications campaign speak with a common tone of voice — the 

easiest shortcut for that consistency is the adoption of a recognizable archetypal character 

to guide all communications.1

- Below is a projected scope of work and estimates for PR services for the City of Akron. 

- An outsourced marketing firm would coordinate with the Deputy Mayor for Racial 

Equity and the City’s Communications Team to provide strategic counsel for 

developing a five-year PR plan targeting African Americans and POC in the City. 

Marketing support, focus groups if necessary, and ongoing communications. 

Services provided could include, but are not limited to: 

- Develop  and design campaign marketing materials (direct mail, e-blasts, graphics, 

etc.) to support the dissemination of critical themes and milestones in the 

community 

- Write and distribute press releases 

- Secure earned and paid media 

- Build and execute social media content calendar 

- Bi-weekly strategic planning meetings 

- PR strategies are most successful when they point to a robust online repository of up-to-

date information. We recommend developing a standalone website for the racial equity 

initiatives that boldly convey strategic messaging and execute other digital marketing 

strategies. 

a. Intended results & outcomes:  

i. Acknowledge and own the history of racial inequity in Akron and build trust 

between the target audience and the City of Akron through a practical and 

authentic PR campaign. Shift some residents who are skeptical and distrustful to 

being engaged.   

b. When to expect results:   

i. Within five years after launching the PR campaign. 

c. People/functions this proposal could impact:   

i. POC and Black residents, in particular; the White community, Top City leaders, 

business owners looking to hire a diverse workforce, recruitment managers 

seeking to fill positions, and law enforcement.  

d. Resources and estimated investment:  

i. $150,000 to 200,000 over a five-year period.  

10. Create two-way communication between the City and communities of color to increase 

engagement and understanding and to provide feedback on racial equity to the City. GARE 

suggests that cities and jurisdictions should consider as partners: 

- Other government agencies; 

- Local government leadership; 

1 From the GARE Communications Guide  
https://www.racialequityalliance.org/wp-content/uploads/2018/05/1-052018-GARE-Comms-Guide-v1-1.pdf 
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- Nonprofits; 

- Philanthropic organizations; 

- Community-based advocacy and community or organizing groups; 

- The private sector;  

- Any other partners that would be required. 

The group should also challenge itself to identify “unlikely suspects” or partners who have been 

avoided in the past—these might well be the exact partners who can help produce necessary 

results.  In addition, consider current partners and how they might expand or change what they 

are doing, allowing all options to be on the table.  To reach impact, it is critical to set a culture of 

transparency about past performance by current partners.  (GARE resource guide:  Racial Equity:  

Getting to Results, page 11). 

The RESJ communications subcommittee created a short initial list of potential community 

partners.  Several were contacted in order to gage willingness to receive communications from 

the City, distribute those communications to their constituents and to receive feedback that is then 

presented back to the City.  There was an overall positive reaction among community leaders 

who were contacted, with the expectation that communications would be two-way, where the city 

received, considers and values  feedback from constituents.  

Initially, the City should identify several key community stakeholder groups to serve as a test 

group for two-way communication.  These groups should have a well- established distribution 

process to reach minorities.  Each group must also have a way of collecting feedback and 

providing it to the City.  Start with key partners, test the process, measure results and adjust as 

needed before expanding to a larger group. A list of preliminary key partner recommendations 

are in the appendix. 

Creating this two-way communications is an important first step.  Ultimately, the process should 

evolve to incorporate POC into the initial decision- making process about what is needed from 

the city and what is developed.  Minority communities receiving messages should be involved in 

defining their needs and crafting messages and policies.  It is a continual system of pushing out 

and taking in information received, both internally and externally.  A key component will be going 

into neighborhoods (laundromats, churches, barber shops, etc.).  This can be done by the City 

and/or by community organizations. 

a. Intended results & outcomes:  

i. A continual cycle of sharing information and receiving feedback on the City’s racial 

equity efforts. 

b. When to expect results:   

i. Results can be expected within a few months, once agreement to develop two-

way communication happens.  This then becomes an ongoing source. 

c. People/functions this proposal could impact:   

i. Initially, the City will reach out to a test group of community organizations.  

Members of these organizations will be affected.  As key stakeholders increase 
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and City communications are more reliant on those affected by the policies, POC 

will see a greater transparency and relevance to communications, policies and 

plans. 

d. Resources and estimated investment:  

i. City staff to develop the test plan, reach out to the community, evaluate and expand 

programming. 

IV. Data & Community Engagement 

1. Data 

a. A list of cities with a top city employee managing racial equity is in the appendix. 

b. A number of U.S. cities have established Offices of Racial Equity such as Birmingham, 

Chicago, New York, Seattle, Los Angeles, Denver as examples. The goal of these offices 

is to focus on advancing racial equity and dismantling structural racism within these 

municipalities. The creation of these departments have led to: 

i. More inclusive employment for a city’s staff that is valued, supported, and 

given the tools to advance social equity, race, and social justice.  

ii. Integration of social equity, race, and social justice into policies, practices, 

programs, and budgetary decisions to create equitable outcomes. 

iii. A more inclusive government that effectively engages the community to 

create equitable outcomes.  

iv. The incorporation of nationally recognized research and data-driven 

practices to support the progress toward social equity, race and social 

justice. 

c. Implement an equitable Framework for data collection. Established in part by the 

University of Pennsylvania AISP framework established six principles: the data life cycle; 

planning data collection; data access; use of algorithms and statistical tools; data analysis; 

reporting; and dissemination. This framework has been utilized by government and non-

profit agencies across the U.S. for nearly 10 years, most notably by The Ohio Department 

of Administrative services, in collaboration with Case Western Reserve University and The 

Ohio State University for data on health, child welfare, education, justice and economic 

security. 

d. Create a centralized repository to share RESJ data/information, (website). Design a 

website with links to current social media platforms and dashboard(s) dedicated to racial 

equity and social justice matters. This would allow for improved transparency of 

information and metrics on RESJ Taskforce recommendations, civic employment, public 

policies, RESJ achievements, education, criminal justice, housing, health and 

employment and economic development. In the City of Chicago Office of Equity & Racial 

Justice they oversee the development, coordination, and administration of racial and 

social equity policies and practices for the City of Chicago. Their website provides access 

to this information regarding trends and status on initiatives. In the City of New York  the 

city has established Equity NYC. The website provides reports that measure the status of 

racial and social equity in New York City and the City’s work to address existing disparities. 
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This report tracks approximately 45 equity outcomes that are organized into eight domains 

and cut across the responsibilities of city agencies. The data in this report is collected 

yearly from over 25 participating agency partners. 

e. Incorporate Artificial Intelligence for data collection and to optimize engagement (building 

for the future) Tools like Polco to give leaders reliable insights through civil and 

constructive civic participation. ZenCity, is another tool used by Lorain and Dayton OH to 

improve civic engagement. The City of Lorain used Zencity to gauge the willingness of its 

citizens to support funding projects. The tool allowed for two-way, equitable 

communication between the city and the community. 

f. Develop and implement a five-year racial equity public relations campaign to create a 

regular diet of positive messaging regarding the City of Akron’s African American (and 

people of color) residents. 

2.  Community Engagement 

a. Specify which geographic areas your proposal impacts. 

i. These proposals are not bound by geographic limits nor do they solely impact a 

specific neighborhood in Akron. They do allow for opportunity for more citizens in 

Akron to be engaged and to become better informed on RESJ issues and how the 

city of Akron is addressing those issues.  

b. How can the city best collaborate with the affected communities during implementation?  

i. As the city transitions to a deputy mayor for racial equity, identify a liaison until the 

role can be filled. The liaison will advocate for the role among communities and 

city agencies and contribute to further defining the role. 

c. Identify current taskforce members willing to help with establishment of a racial equity 

guiding coalition. This group would provide guidance on how best to transition with insight 

on the 2021 RESJ Task Force efforts. reaching out to community leaders to begin 

establishing goals and expectations.  

d. As a centralized data repository and equitable data framework are implemented, leverage 

and optimize current resources and incorporate current social media platforms including 

the City of Akron website into sharing RESJ related content. Begin identifying resources 

within community organizations and city agencies that would contribute to defining how 

an equitable data framework could be realized for Akron. 

V. Impact  

Impact for Recommendations 1 - 5 

1. Affected Parties 

a. Who will benefit from your proposal?  

i. The mayor and his cabinet will benefit when a person is hired to carry the energy 

for this extraordinary effort to establish racial equity in Akron. They will have a “go 

to” support person to carry the ball, lead the effort to establish implementation 

plans for the taskforce commendations, ensure milestones are developed, and 

shepherd the process throughout city government. This will make it much more 

likely that the mayor can meet his commitment to Akron. 
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ii. All of Akron’s citizens will benefit as systems begin to change and as reporting on 

these changes is made transparent.It is well-known among people who do racial 

equity work that this is a difficult role with high expectations, many moving parts, 

and the need for daily difficult and often painful conversations. The people in these 

lead roles burn out if they don’t have the support they need. Therefore, putting a 

racial equity office in  that includes several staff members and a racial equity 

facilitator will benefit the new deputy mayor for racial equity, and will make it more 

likely that she/he can be successful on behalf of the citizens of Akron. It is our 

fervent hope that the mayor and city council will benefit from having a joint racial 

equity vision and common language. We believe that the entire city will benefit 

from this. 

b. Who will assume new responsibilities/burdens?  

i. Every member of the mayor’s cabinet will be responsible for developing and 

implementing racial equity plans for their own department. This includes learning 

how to have difficult and courageous conversations about race as well as setting 

up forums for people in each department to hear the stories of Black people 

impacted by their duties in that department. There are elements of the 

recommendations that will entail implementing a more robust IT infrastructure. 

Whether or not the current technological acumen exists within the city’s resources 

would need to be determined. But there should be sufficient internal knowledge 

with the ability to access when to engage with a consultant on IT best practices. 

Initially this may feel like a burden. But over time it is our hope that these plans 

and conversations will lead to more empathy on everyone’s part, and that once 

people care about each other’s perspectives, then fresh, creative solutions to long-

term racial equity challenges become possible. 

c. What unintended consequences might occur?  

i. This work will take time and energy on everyone’s part. It will take a shifting of 

priorities to make racial equity work a high enough priority that it stays on 

everyone’s radar, especially at the cabinet level. It’s hard to know in advance how 

the shift in priorities will affect the city’s other priorities. In addition to the cabinet 

and council adapting, there potentially could be a steep learning curve for some in 

the community, adapting to new resources, policies, tools and technology. 

ii. A positive unintended consequence is that new, more open relationships may 

develop that will make the city much more vibrant and inclusive. 

2. Necessary Resources: Are the people/programs essential to the success of your plan already 

adequately funded and resourced? If not, what, specifically, is needed?  

a. These resources do not currently exist. The city needs to hire a new deputy mayor for 

racial equity, three new staff people (racial equity project manager, racial equity training 

manager, and racial equity data manager), and a racial equity facilitator who is well-

practiced at supporting this kind of work. With the exception of the racial equity facilitator 
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(a part-time consulting position), the new staff will be full-time, including salary, benefits, 

and other requirements, such as phones, software and computers. In addition, money will 

be needed for meeting rooms and food for a range of face to face meetings in support of 

the City of Akron Racial Equity Guiding Coalition and other anticipated group meetings. 

b. The total expected budget is $588,000 per year over five years. 

3. Post-Implementation Analysis: What data will be necessary to examine whether the program or 

policy has worked?  

GARE’s “Racial Equity Action Plans: A How-to Manual” recommends a results based accountability 

process, and we concur. Elements of this process include: 

QUANTITY QUALITY 

EF
FO
RT 

HOW MUCH DID WE DO? 
How much service did we deliver? 
# customers served 
# services/activities 

HOW WELL DID WE DO IT? 
How well did we do it? 
% services/activities performed well 

EF
FE
CT 

IS ANYONE BETTER OFF? 
What quantity/quality of change for the better did we produce? 
#/% improvement in: 
Skills 
Attitudes 
Behaviors 
Circumstances 

Specific elements to be measured in any of these three categories will be determined by the new deputy 

mayor for racial equity in collaboration with the mayor, the racial equity guiding coalition, and, as a 

minimum, based on the recommendations in each area presented by the City of Akron RESJ Taskforce. 

4. Who should evaluate the success of the program or policy? 

a. The deputy mayor for racial equity in conjunction with the racial equity guiding coalition 

should evaluate the success of the overall process based on the above data. The mayor 

in conjunction with the ongoing City of Akron RESJ Taskforce should evaluate whether 

the new structure is having the desired impact and the desired pace of impact. 

Impact of Recommendations 6 - 8

To be determined 

Impact of Recommendation #9 (PR)

1. Affected parties:  

a. Who will benefit? Everyone in Akron 

b. Who will assume new responsibilities/burdens? The Office of Racial Equity 

c. Unintended consequences: There may be pushback from White people about a City-

funded PR program highlighting the successes of Black people. 
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2. Necessary Resources 

a. Hiring an outsourced marketing firm: $150,000 over a 5-year period 

3. Post-Implementation Analysis: What data will be necessary to examine whether the program or 

policy has worked?  

a. To be determined by the Deputy Mayor for Racial Equity, the Communications Office, and 

the outsourced marketing firm. 

Impact of Recommendation #10 (2-way communication)

4. Affected parties:  

a. Who will benefit? Everyone in Akron 

b. Who will assume new responsibilities/burdens? The Office of Racial Equity and the 

Mayor’s Communications Department; also each member of the Mayor’s cabinet will be 

responsible for 2-way communication in their department. 

c. Unintended consequences: Work could take more time as city departments make an effort 

to hear from communities of color; for a while there might be more confusion, but over 

time this should improve the quality of communication and of decision-making. 

5. Necessary Resources 

a. No additional financial resources 

6. Post-Implementation Analysis: What data will be necessary to examine whether the program or 

policy has worked?  

a. Continual assessment of whether the City has enough of the right kinds of information and 

relationships. 

b. Surveys to measure if communities of color believe they have better communication with 

the City and the City has more transparent communication with them; also to measure 

trust in the City among communities of color. 

VI. Conclusion 

The City of Akron Racial Equity and Social Justice initiative must be sustainable for Akron residents to 

trust and take seriously the efforts to improve racial equity.  One way to ensure sustainability would be to 

establish a charter that would define a multi-year, multi-stakeholder process led by city employees and 

guided by a paid senior cabinet member tasked with building racial equity into all aspects of city 

government and city life. 

We strongly recommend the City of Akron establish a set of structures/processes and create a new 

position to shepherd the city through a racial equity process to last a minimum of five years.  

For culture and systems to really change, the mayor’s cabinet must be integrally involved in racial equity 

planning, implementation, and communication within their departments. All cabinet members are 

accountable for systemic, structural, and communication shifts (meaning goals, milestones, training, and 

the ability to hold open conversations about race) within their respective departments. The City of Akron 
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Racial Equity Guiding Coalition will be accountable for serving as an ally for this process within city council 

and the mayor’s cabinet.  

We strongly recommend the City of Akron implement an equitable framework for data collection and 

create a centralized repository to share RESJ data/information. Currently the city utilizes a number of 

platforms to communicate with the citizens of Akron. The general consensus in our research is that the 

platforms are not optimized well by residents due to lack of awareness or accessibility to information/data.  

We strongly recommend the City of Akron develop a two-way communication process to build trust and 

implement a five-year racial equity public relations campaign to create a regular diet of positive 

messaging with regard to its African American (and people of color) residents. 

The city must establish a regular practice and culture of effective communication about racial equity to 

build trust among Black residents in Akron, especially those under the age of 40. The GARE 

Communications Guide provides a toolkit for member cities serious about building and maintaining 

intentional relationships with those in the communities most affected by moving the needle on racial 

equity.  

A multitude of credible, tangible resources is available to the City of Akron. Rather than reinventing the 

wheel, the city should leverage and fully embrace an existing knowledge base GARE, 

(http://www.racialequityallince.org) which provides resources for a multi-layered approach for racial 

justice. The GARE Communications Guide will be a valuable resource to guide Akron’s development of 

the communications plan. 

The Communications Subcommittee Members are:   

Carla Davis, Chair 

Jose Delgado, Co-Chair  

Cathy Baer 

Mary Brooks  

Megan Delong  

Linda Ray 

Kathy Romito 

Brandon Scarborough  

Kelly Urbano  

Laurie Zuckerman  

I would like to thank the following members for their tireless effort, professionalism, engagement, 

commitment and leadership over the past eleven months: 

Laurie, Jose, Mary, Kathy, Kelly, Megan and Cathy. We make an amazing team! -- Carla   
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B. Subcommittee on Criminal Justice 

I. Introduction 

The criminal justice system encompasses policing, prosecution, defense, adjudication, and corrections.  
The goals of racial equity and social justice ought to be pursued in all of those components of the system, 
but the Criminal Justice Subcommittee (“the Subcommittee”) focused on policing, for two reasons. First, 
policing within the City of Akron lies almost completely within the control of the City government, whereas 
prosecution, defense, adjudication, and corrections are largely beyond the control of the City government. 
Second, in the Subcommittee’s judgment, the greatest need and public demand for reform is in the area 
of policing and, given the limited time for completing its work, the Subcommittee could best serve the 
goals of promoting racial equity and social justice in criminal justice by focusing exclusively on policing. 

The Subcommittee believes that, in the realm of criminal justice, the achievement of racial equity and 
social justice requires significantly greater degrees of (1) transparency and accountability on the part of 
the Police Department to the public, (2) diversity and inclusion within the ranks of the Department, and 
(3) closer and more positive relations between the police and the communities they serve. 

Toward these ends, the Subcommittee offers recommendations on the following subjects: 

1. Police accountability mechanisms (police auditor and civilian oversight board); 
2. Body-worn camera legislation and policy; 
3. Police hiring and promotion practices; 
4. Police training; and 
5. Community policing. 

II. History of Criminal Justice in the City of Akron 

The Akron Police Department has a history of racial inequity. In this respect, it is far from unique.  Police 
departments around the nation have such histories. So do other institutions in Akron. 

Throughout much of the Department’s history, the ranks of its officers were all white or nearly so.  In 
1968, only three percent of Akron police officers were African American. Relations between the police 
and the black community, especially its teens and young adults, were strained at best. This contributed 
substantially to the eruption of civil disorder and violence in July 1968. Out of this experience and ensuing 
litigation grew a recognition that the police force could no longer exclude African Americans.  The 
percentage of black police officers in the Department grew from three percent in 1968 to 25 percent in 
1993. It has fallen since then. The population of Akron is approximately 30-percent black. 

In the decades since 1968, in Akron and elsewhere, the strategies, tactics, and technologies of policing 
have changed in ways that have distanced police from the communities they serve. Policing has become 

increasingly militarized. Partly as a result of these changes, there remains a high level of unfamiliarity 
and mistrust between the police and segments of the community they serve, which makes it more difficult 

for the police to detect crime and apprehend suspects than it otherwise would be. As gun violence has 
risen in recent years, the need on the part of the police for more and better information has only grown. 
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III. Proposal 

To address the racial inequities and social injustice that exist in policing, the Subcommittee offers the 
following recommendations: 

1. Police Accountability Mechanisms: 

The Subcommittee previously made the following recommendations concerning the police auditor 
position. 

a. Resources: 

i. The police auditor’s position should be made full time. 

ii. There should also be 

1. a full-time deputy police auditor and 

2. a full-time administrative assistant. 

b. Access to information: 

i. The police auditor should, within 72 hours of making a request, have access to all 
documents, photographs, audio recordings, electronic files, and other tangible 

evidence in the possession of the Akron Police Department (APD) or any other city 
office relating to any of the following: 

1. any duty-related incident involving APD personnel during which, or as a 

result of which, anyone dies or suffers serious bodily injury; 

2. any allegation of improper use of force by APD personnel; or 

3. any allegation of bias, discourtesy, retaliation, or other misconduct by APD 
personnel. 

ii. If the police auditor requests body-worn camera footage relating to any of the 

above, the City should complete its review of such footage, redact any information 
that federal or state law prohibits the police auditor from receiving, and provide it 

to the police auditor within 72 hours of the request. 

iii. The police auditor should have convenient access to any professional standards 
software applications used by APD.  If such access cannot be provided in the 

police auditor’s office, the police auditor should be provided with such access at a 
workstation in the headquarters of the APD. 

iv. Within 72 hours of any of the following, the police chief or the chief’s designee 

should inform the police auditor of the following: 

1. The commencement of an internal investigation into an APD employee; 

2. The receipt of a citizen complaint; 

3. An incident involving a reportable use of force as defined by APD policies 
and procedures; 
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4. An incident involving an in-custody death or serious injury; and 

5. Becoming aware of the filing of a lawsuit against the APD or an APD 

employee acting in their official capacity. 

Several of these interim recommendations have already been adopted and implemented by the City 
Administration with the support of the City Council.  The Subcommittee urges the adoption of the other 
recommendations, including the creation of a deputy police auditor position, which would serve both to 

increase the capacity of the auditor’s office to perform its function thoroughly and promptly and to provide 
continuity during personnel transitions. 

The Subcommittee now offers the following additional recommendations regarding oversight of policing 

in Akron.  

a. The City should establish a Civilian Oversight Board (“Board”) with the following 
responsibilities: 

v. Meeting at least quarterly; 
vi. Making recommendations to the mayor about the hiring and, if warranted, the 

removal of the police auditor and any staff members who report to the police 
auditor; 

vii. Receiving complaints of police misconduct from members of the public and 
referring those complaints to the police auditor for investigation and follow-up. 

viii. Receiving from the police auditor reports about police use-of-force incidents and 
citizen complaints of police misconduct; 

ix. Making findings and recommendations about police use-of-force incidents and 
citizen complaints of police misconduct; 

x. Reporting to the Mayor its findings and recommendations; and 
xi. Making reports to the public at least annually. 

b. The Board should consist of seven members appointed by the Mayor with the consent of 
the Council.  Before making appointments, the Mayor should solicit from diverse 
community organizations and the Board recommendations of persons to appoint to the 

board.  The Board members should be representative of the diversity of the population of 
the City. 

c. Terms of appointment to the Board should be four years, except that the initial terms of 

appointment should vary in length so as to stagger terms and thereby avoid excessive 
turnover in any one year. 

d. No member of the Board should serve more than eight consecutive years. 

e. Members of the Board should be removable by the Mayor only for cause and only with the 

consent of Council.  Cause for removal should be limited to malfeasance in office, 
incompetence, incapacity, or neglect of duty. 

f. The chair of the Board should be elected annually by its membership. 

g. The Board should make its own rules of procedure. 

2. Body-worn Camera Legislation and Policy: 
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The Subcommittee recommends as follows regarding the use of body-worn cameras by Akron police 
officers: 

a. All uniformed officers, including officers deployed as SWAT, should be required to wear 
cameras. 

b. Uniformed officers should be required to wear cameras while engaged in secondary 
employment. 

c. Body-worn cameras should be activated 

d. Immediately when responding to in-progress calls; 

e. On other calls when exiting the police vehicle; and 

f. Whenever reportable force is used. 

g. Body-worn camera recordings should be uploaded by each uniformed police officer to the 
designated server at the end of each shift. 

h. Officers should be subject to discipline for failing to wear or activate body-worn cameras 
as required and failing to upload recordings as required. 

The Subcommittee further recommends: 

a. That the police auditor have immediate access to unredacted body-worn camera 

recordings or, if it is authoritatively determined that such access is legally impermissible, 
that the auditor have access to redacted body-worn camera recordings upon request 

within 72 hours; and 

b. That members of the public have access to redacted body-worn camera videos of the use 
of deadly force or force that causes serious bodily injury within seven days as required by 

the ordinance recently enacted by the Akron City Council. 

3. Police Hiring and Promotion Practices: 

The Subcommittee recommends as follows regarding recruitment: 

a. All Department staff should participate in developing and participating in recruitment 
strategies that will increase the chances to identify quality police officer candidates and 

expand diversity and the representation of minorities in the candidate pool. 

b. The Department should institute a program of rewards for officers’ successful recruitment 
of applicants. 

c. The Department should have a dedicated year-round recruitment unit that includes the 

participation of women and minority police officers in all targeted recruitment efforts. 

i. Members of the recruitment unit should be carefully selected based on their 
personal commitment to diversity, equity, and inclusion and their reflection of the 
highest department values. 

ii. Members of the recruitment unit should have annual training, including institutional 
and implicit bias components. 
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iii. The Recruitment Unit should be appropriately located within the department’s 
administrative framework to assure direct agency leadership support. 

d. The Department should broaden community police officer recruitment outreach initiatives 
in underrepresented communities, including churches, schools, and neighborhood events. 

e. The Department should cultivate early interest in law enforcement by local residents 

including, for example, the development and promotion of: 

i. Middle and high school public safety programs, specifically including police officer 
service; 

ii. Collegiate intern programs; and 
iii. Police cadet programs. 

f. The Department should develop mentoring capacity for potential candidates. The mentors 
should be a diverse group of highly motivated individuals.  

g. The Department should clarify the police officer application process for job seekers to 

assure an understanding of the application components and sequencing and to allow 
adequate time for applicants to prepare.  

h. The Department should develop a more flexible or continuous scheduling of applications 

and exams to assure a steady flow of candidates. Tests should be announced 
substantially more than 6-8 weeks ahead of exams. 

i. The Department should provide greater clarity regarding the department’s hiring schedule 

and process for potential applicants on official web sites and police recruitment 
promotional literature. 

The Subcommittee recommends as follows regarding hiring: 

a. The Department should develop customer service resources that provide direct assistance 
to candidates throughout the application process, both online and in-person. 

b. The Department should review hiring policies to determine those policies and 

requirements that may hinder recruitment of quality candidates, including policies 
concerning tattoos, credit background checks, and past drug use. 

c. The police officer competitive examination should be professionally evaluated: 

i. To assure that the exam does not inadvertently discriminate against 

underrepresented populations; and 

ii. To validate the exam as a measure of the attributes and values required of or 
desired in police officers. 

d. The OPOTC fitness requirements should be reviewed to assure that they are necessary 

for the job.  If so, they should apply throughout the period of service, not just at the 
beginning.  

e. The Department should eliminate the use of polygraphs in the hiring process. 



Racial Equity and Social Justice Taskforce | Q3 Report | 34 
17360400 _1 

f. Background investigators of candidates should be carefully selected, have sufficient 
training annually, and have a personal commitment to diversity, equity and inclusion. 

Annual training should include institutional and implicit bias components.  

g. The Department should create a Community Screening Committee of 10 people to review 
and make recommendations on police officer applications.  

i. The Community Screening Committee should consist of ten members appointed 

by the Mayor with the consent of the Council. Before making appointments, the 
Mayor should solicit recommendations from diverse community organizations of 

persons to appoint to the Committee. The Committee members should be 
representative of the diversity of the population of the City. 

ii. The recruitment unit should provide administrative support for the Community 

Screening Committee. 

iii. Members of the Community Screening Committee should be available to 
participate in the Interview Panel (see below). 

iv. The Community Screening Committee should review all applications and generate 

a list of recommended candidates and provide the list to the final selection 
committee (Police Chief, Deputy Chief, Deputy Mayor for Safety). 

v. One of the criteria that should be applied during the candidate screening process 

should be a desire to develop and maintain positive relationships with the people 
they serve. 

h. The Interview Panel should conduct a second round of interviews of eligible candidates. 

i. The Interview Panel should include the background investigator and three diverse 
members of the Screening Committee. 

ii. The Interview Panel should apply a consistent set of questions to each candidate 
including questions regarding race relations, but also allow for open questioning. 

iii. The Interview Panel should apply a consistent scoring mechanism to rank each 
interviewee. 

iv. The scores should be provided to the final selection committee (Police Chief, 

Deputy Chief, Deputy Mayor for Safety) for their review. 

i. The final selection committee’s review of applicants should be expanded to include non-
voting participation of the applicant’s background investigator. The background 

investigator should be available to provide clarification on the candidate’s application 
package. 

j. The police collective bargaining agreement and HR rules should be amended to allow for 

lateral hires and provide a mechanism for hiring interested certified peace officers from 
other jurisdictions, including appropriate pay incentives and an abbreviated training 
schedule. 

k.  
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The Subcommittee recommends as follows regarding promotions: 

a. The Department should actively pursue the achievement of greater diversity among the 

ranks of the command staff, both to increase cultural competence at the leadership level 
and to decrease the perception of racial bias within the Department. 

b. The Department should modify the promotion process to assure a fair, objective, 
transparent, and unbiased evaluation, and to best identify candidates with administrative, 

management, and leadership potential. Promotion exams should be supplemented with 
oral boards and/or personality assessment tools. 

c. In addition to the current written examinations, the Department should use interview 

panels to further assess promotion candidates’ knowledge, judgment, and preparedness 
to manage subordinates and collaborate with peers at the level to which they seek 

promotion. 

d. Unsuccessful candidates for promotion should be given clear reasons for the adverse 
decisions that indicate the performance improvements they need to make to achieve 

promotion in the future. 

e. The Department should analyze the impediments to promotion and reduce the 
disincentives to officers’ pursuit of advancement opportunities. 

f. The Department should provide encouragement and mentoring for the promotion exams. 

4. Training 

A critical component of a professional and community-connected police force is well trained officers. 
Targeted training builds confidence, dignity, and the skills necessary minimize confrontation and 

maximize safety. 

The Department has made efforts to expand continuing education programs. However, current continuing 
education training is inadequate, under-funded, and insufficiently systematic. 

a. Officers should receive at least 40 hours of in-service training each year. 

b. The Department should use science-based management tools to capture operational and 

performance data for use in the development of training programs. 

c. The Department should develop and use objective measures of police officer performance 
to help identify training needs rather than rely heavily on subjective measures. 

d. There should be increased focus on and continual reinforcement of the following in 

training: 

i. de-escalation techniques to reduce the need to use force; 

ii. race and implicit bias; 

iii. non-lethal force options; 

iv. community policing skills; 
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v. mediation skills and conflict management; and 

vi. mental health crisis intervention techniques. 

e. Police officers serving as trainers should: 

i. be carefully selected based in part on their personal commitment to diversity, 

equity, and inclusion and their reflection of the highest values of the Department; 
and 

ii. be representative of the diversity of the population of the City. 

f. The Department should collaborate with community providers, advocates, and agencies 

in training areas that lend themselves to such collaboration, including mental health crisis 
intervention, race and implicit bias, and community policing skills. 

g. Criteria should be developed for the selection of field training officers so that the selection 

process is standardized across units rather than left to the unfettered discretion of 
commanding officers. 

h. Field training officers should be provided with expanded training (beyond the use of 

software), including teaching techniques and fundamental management skills such as 
leadership, communication, and time management. 

i. Field training officers should be provided with a training manual that sets forth minimum 

standards, expectations, and requirements. 

j. Department policies, procedures, and rules should be harmonized with each other so as 
to eliminate contradictions among them and thereby: 

i. lessen the difficulty of training officers; and 
ii. increase adherence to the requirements contained in those documents. 

5. Community Policing 

Community policing, or community-oriented policing (COP), is a strategy of policing that focuses on 

developing relationships with community members. Community policing involves three key components: 
developing community partnerships, engaging in problem solving, and implementing community policing 

organizational features. This collaboration between the police and the community must be built on mutual 
participation, trust, and respect. It seeks to identify specific concerns of both the communities and the 
police, establish priorities, and to find the most appropriate methods and actions necessary to reduce or 

eliminate these concerns.  In broad terms, the core idea of community policing is to transform the police 
from being seen and experienced by the community as an invading alien force, roaming the streets in 

vehicles that cut them off from contact, to an integral part of the community they serve.  Community 
policing has the potential to make policing more effective and to make the job safer and more intrinsically 

rewarding. 

a. Community policing and community relations must be mandates that all officers are to 
uphold as they work in a collaborative effort to enhance the quality of life of all citizens. 

b. Each officer should commit to establishing and maintaining close ties with the community. 



Racial Equity and Social Justice Taskforce | Q3 Report | 37 
17360400 _1 

c. The Department should encourage officers who reside in each zone to engage with the 
community as community members, as distinguished from their official capacities as 

officers. 

d. The Department, working with the community, should develop programs that create 
opportunities for patrol officers to regularly interact with neighborhood residents, faith 

leaders, and business leaders. 

e. Public relations is not community policing.  Public relations should be included in the 
responsibilities of the Community Relations/Liaison Officers. The community engagement 

programs (Appendix A of APD community engagement opportunities) need to be re-
evaluated to consider community demand and program effectiveness. 

f. The Department should establish a culture of transparency and accountability in order to 

build trust and legitimacy. This will help ensure decision making is understood and in 
accordance with Department and Administration policies. 

g. The Department must be able to communicate in different languages through methods 

that are most likely to connect with the audience in every community. 

h. Law enforcement needs to be able to reach the entire community and, frequently, specific 
audiences such as a neighborhood, young people, the elderly, or victims of all types of 

crime. 

i. Community policing should be infused throughout the culture and organizational structure 
of the police department, from the Chief of Police to the officers patrolling the streets. 

j. The Department should evaluate officers on their efforts to engage members of the 

community and the partnerships they build. Making this part of the performance evaluation 
process would place an increased value on developing partnerships. 

k. The Department should revise their patrol deployment practices to allow sufficient time for 

patrol officers to participate in problem solving and community engagement activities. 

l. The Department should support a culture and practice of policing that reflects the values 
of protection and promotion of the dignity of all, especially the most vulnerable. 

m. The Department should underscore with its personnel the importance of language used 

and adopt policies directing officers to speak to individuals – even those who are 
suspected of having committed a crime – in a respectful manner. 

n. There should be dedicated Community Policing Liaison Officers assigned to each zone 

whose primary responsibilities would include the following: 

i. Establish schedules of meetings within their assigned zone with residents, 
businesses, leaders, school principals, and others. 

ii. Work with community leaders to implement new relational goals, formulate social 
engagements with residents, identify and balance priorities of the community and 
the police department, and develop specific crime reduction strategies. 

iii. Identify key community stakeholders with whom partnerships could be established 
or strengthened and keep that information in a database. 
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iv. Along with the community, work with schools to encourage the creation of 
alternatives to student suspensions and expulsion through restorative justice, 
diversion, counseling, and family interventions. 

v. Organize city-wide forums to address specific concerns, such as gun violence 
prevention, and collaborate around those specific concerns. (This should be done 
by the Community Policing Liaison Officers collectively.) 

o. Working with the community, the Department should adopt policies and programs 
specifically focused on children to create positive experiences and to build understanding 
and trust between children and police officers, including the following: 

i. Work with schools to develop and encourage the use of alternative strategies to 
student suspensions and expulsions through restorative justice, diversion, and 
counseling. 

ii. Work with schools to encourage the use of alternative strategies that involve youth 
in student discipline, such as restorative justice, youth courts, and peer 
interventions. 

iii. Establish memoranda of understanding for the placement of School Resource 
Officers that prescribes no role for those officers in the student disciplinary 
process. 

iv. Work with other institutions to reform policies that needlessly push children into the 
juvenile justice system. 

v. Restore and build trust between youth and police by creating programs and 
projects for positive, consistent, and persistent interaction between youth and 
police. 

p. The Department should establish a Community Policing Advisory Working Group to assist 
in developing crime prevention strategies and agency policies as well as to provide input 
on policing issues. 

q. The Department should adopt community policing strategies that support and work in 
concert with economic development efforts within communities. 

r. The Department should use community surveys as a method to identify community 
priorities and solicit suggestions to improve police/community relations and to help reduce 
crime rates. 

s. Police officers should identify themselves by name and badge number upon request. 
t. The Department should provide all officers with business cards and instruct them to hand 

them out when interacting with members of the public as a means of identifying 
themselves and to give members of the public a way of contacting them to provide 
information to the police or to make inquiries or seek assistance. 

u. A communication plan should be developed and implemented to increase transparency 
even when only limited information can be provided to the public. 

i. The Community Policing Liaison Supervisor should develop such a plan in 
conjunction with the Chief of Police and community leaders. 

ii. The plan should include a way to maintain regular contact to keep the community 
informed about current programs and priorities and emerging issues. 

iii. The plan should provide for communication in languages other than English to 
facilitate communication with and understanding by non-English speaking 
residents of Akron. 
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IV. Data & Community Engagement 

References and Resources: 
1. Akron City Council’s Special Committee on Reimagining Public Safety Report of 

Recommendations, Jan. 25, 2021 
2. Police Executive Research Forum’s Organizational Assessment of the Akron Police Department, 

February 2011 
3. The Ohio Attorney General’s Advisory Group on Law Enforcement Training, April 2015 

4. The Ohio Mayor’s Alliance Police Reform Support Network: Internal Assessments of Police 
Reform Efforts 

5. The Ohio Mayor’s Alliance Findings and Recommendations, Enhancing Public Trust: Improved 
Community Understanding and Enhanced Police Officer Training, June 2020 

6.  The Report of the Akron Commission on Civil Disorders, April 16, 1969 

7. Miller, Lindsay, Jessica Toliver, and Police Executive Research Forum. 2014. Implementing a 
Body-Worn Camera Program: Recommendations and Lessons Learned. Washington, DC: Office 

of Community Oriented Policing Services. 
8. Ohio Sunshine Laws 2021, An Open Government Resource Manual  

9. Agreement Between the City of Akron and Fraternal Order of Police Lodge #7, January 1, 2019 
through December 31, 2021 

10. The City of Akron Police Division Community Engagement Procedure, August 7, 2020 

11. Akron Police Department Citizen Complaint Process 
12. National Association for Civilian Oversight of Law Enforcement: Building Public Trust Through 

Law Enforcement Accountability and Transparency 
13. The City of Dayton Violence Reduction Strategy, Presentation to City Commission, April 19, 2017 

14. The City of Toledo Mayor’s Initiative to Reduce Gun Violence, September 29, 2020 
15. For the Love of Country: A Path for the Federal Government to Advance Racial Equity, July 2021 

16. United Nations Office on Drugs and Crime: Handbook on Police Accountability, Oversight, and 
Integrity, 2011 

17. The National Association for Civilian Oversight of Law Enforcement: A Review of the Strengths 

and Weaknesses of Various Models 
18. Police Assessment Resource Center, Review of National Police Oversight Models for the Eugene 

Police Commission  
19. Director of Law Eve V. Belfance 

20. Former Deputy Law Director Yamini K. Adkins 
21. The Akron Police Department 
22. Akron City Council President Margo Sommerville 

23. Akron City Councilman Shammas Malik 
24. Deputy Mayor Marco Sommerville 

25. City of Akron Independent Police Auditor Phillip Young 
26. Matthew Smydo, Interim Director of the Columbus Civilian Review Board 

27. The Columbus Police Department Community Policing Division 
28. Chief of Police Jeffrey N. DeMuth of the City of Shaker Heights Police Department 

29. Gabriel Davis, Executive Director of the Civilian Complaint Authority in Cincinnati, Ohio 
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V. Impact 

The reforms recommended above should benefit everyone in the City of Akron to some degree by 
establishing greater accountability on the part of the Police Department and its officers, attracting a larger 
and stronger pool of applicants for police officer positions, improving the hiring and promotion decision-
making processes, producing a better trained police force, and broadening and deepening the 
connections between the police and the communities they serve and protect.  However, the greatest 
benefit should accrue to those communities that have had the most troubled and distant relations with 
the police, especially the African American community. No one should underestimate the difficulty of 
overcoming the long history of inequity and injustice in policing, but the Subcommittee believes that 
significant progress can be made if its recommendations are followed and hopes that this opportunity will 
be seized. 

Whether there are sufficient resources within the Police Department to implement these reforms by 
reallocating existing resources is a disputed question on which the Subcommittee takes no position. To 
answer it would require more budgetary information and expertise and more time than the Subcommittee 
had. 

Experience teaches that change can have unintended consequences, although the same is true of the 
failure to change in response to changing circumstances.  Most of the changes recommended in this 
report seem unlikely to have adverse, unintended consequences.  The main risk would appear to be the 
potential consequences of diverting resources from other activities.  The magnitude of that risk and the 
specific, unintended consequences depends on where the resources are diverted from, a question that, 
as already noted, lies beyond the scope of the Subcommittee’s work. 

A variety of data will be needed to assess the impact of the recommended reforms, including but not 
limited to the following: 

1. Number and type of citizen complaints of police misconduct; 
2. Police auditor reports of investigations of alleged police misconduct; 
3. Citizen Review Board disposition of citizen complaints; 
4. Incidents of failure to wear or activate body-worn cameras when required; 
5. Incidents of failure to upload body-worn camera recordings; 
6. Incidents of discipline for failure to wear or activate body-worn cameras or to upload body-worn 

camera recordings; 
7. Size and composition of applicant pools for the police academy; 
8. Composition of leadership ranks within the Department; and 
9. Number of hours of in-service training per year per officer. 

Ideally, these data would be analyzed not only by the Department and the Administration, but also by 
outside consultants with expertise in data analysis and policing (e.g., members of the Criminal Justice 
faculty at the University of Akron). 

VI. Conclusion 

The Criminal Justice Subcommittee respectfully submits the recommendations detailed above, and this 
report as a whole, in the hope that its work will contribute to the achievement of racial equity and social 
justice in policing. 
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C. Subcommittee on Education 

I. Introduction 

The Racial Equity and Social Justice Taskforce’s Education Subcommittee is a collaboration of advocates 

for equity in education in Akron. Our group is composed of knowledgeable community members, many 
of whom are professionally involved in education, and all of whom bring valuable insights through diverse 

professional expertise and lived experiences to our conversation.   

Our work is grounded in the premise that embracing racial equity practices within school districts is an 
essential first step toward making the American dream accessible to all. Establishing these practices in 

schools and beginning in early childhood will maximize the benefit to all students as they progress through 
their academic careers. To this end, the practical targets of our work are the opportunity and achievement 

gaps which exist between students of color and White students. By building initiatives to narrow the 
opportunity and achievement gaps with the overarching goal to close them, the American dream’s 
promises will be truly accessible for all of Akron’s children and families. 

Our Subcommittee has included in our final report recommendations for policy changes in the following 

focus areas: 

Student Access 
Pandemic Recovery (As it Relates to Student Achievement) 
Family and Community Engagement 
Diversifying the Field of Education 
Cultural Competence and Educator Professional Development 
Fiscal Transparency and School Funding 

These topics were prioritized over others and selected from the grand list of significant concerns which 

fall within the realm of disparities in education that impact our children. These educational disparities 
often single children out based on demographic differences that have positioned them at a disadvantage 

in our society.  

In general, we believe the following recommendations support professional best practices and advance 
equity in education. The inclusion of an item in the following report should not be construed an assertion 

that these practices are absent from schools of any types in Greater Akron – rather, we include these 
research-supported recommendations to encourage educational leaders to build upon existing equity 

practices and examine areas for growth as they work to close the achievement gap. 

Finally, the Subcommittee acknowledges that the following recommendations for policy change are 
recommendations which could not necessarily be carried out by Mayor Horrigan in his capacity as leader 

of the City of Akron. Rather, the City of Akron should focus on identified educational supports under city 
jurisdiction to help support holistic educational efforts.  It is our hope that the community will support the 

efforts of educators in Greater Akron, both in public and private schools, to increase educational equity 
in a manner aligned with the following recommendations. 

II. History of Education in the City of Akron 

Today, the City of Akron is served by many institutions of learning. Primary and secondary options 

available in the City include public schools (to include both Akron Public Schools and various “community 
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schools” commonly referred to as charter schools) as well as non-public schools (to include both religious 
and non-religious private schools). 

School-aged children in Akron make up 88 percent of the pupils who attend public schools, while about 
12 percent are enrolled in non-public schools. Historical context regarding the founding of Akron Public 
Schools has direct bearing on present day realities. 

Contentious debates about how best to fund public education in Ohio have plagued the state of Ohio 
since its founding. In the 19th century, Akron led the state in establishing the first formalized system 
of taxation in support of public schools, and Akron Public School officials have led 21st century 
conversations about school funding. 

Ohio’s school funding formula had been repeatedly determined by the courts to be unconstitutional 
(see: DeRolph v. State of Ohio). Until recently, the state’s school funding formula was highly 
dependent on property values. Critics of school funding in Ohio have long called for a complete 
overhaul of this system, which disproportionately harmed students experiencing poverty and Black 
and Brown students. 

In June 2021, an overhaul of Ohio’s K-12 state funding formula was authorized, creating a system which 
is more transparent, predictable, and equitable. The Fair School Funding formula, now implemented, will 
ensure that additional funds are provided by the state to educate students in Akron Public Schools, and 
lessen the burden on Akron taxpayers. 

Akron has historically been, and continues to be, a leader among cities in Ohio when it comes to 
education reform. We hope our recommendations will inspire Akron educators to continue to carry this 
legacy of advocating for additional educational equity. 

III. Proposal 

Below, we outline recommendations for the following areas of policy reform: 

Student Access 
Pandemic Recovery (As it Relates to Student Achievement) 
Family and Community Engagement 
Diversifying the Field of Education 
Cultural Competence and Educator Professional Development 

1. Student Access: 

a. All students should have equitable access to in school programs which provide a strong 
educational foundation and, as a result, open the gateway of opportunity.  If our goal is to 
support more equitable academic outcomes, it is critical that structured learning 
opportunities are available to every child prior to kindergarten.  

Early childhood education must be deemed a critical component of each child’s school 
experience. The Education Subcommittee proposes a holistic approach that prioritizes 
equity in educational access and delivery from P-16. The Student Access section also 
includes recommendations for targeted interventions to ensure each child graduates from 
high school prepared for their choice of college or career. Our “best practices” 
recommendations are listed below. 



Racial Equity and Social Justice Taskforce | Q3 Report | 44 
17360400 _1 

i. Support efforts to make early childhood education available and accessible to all 
children in the city of Akron.  

ii. Design interventions at the elementary level, both to prepare students for middle 
and high school success, and to increase the percentage of minority students 
(specifically Black and Hispanic students) who participate in Algebra 1 or another 
high school level math class in 8th grade. 

iii. Create interventions that identify students who are not on track to achieve 9th 
Grade Success which include engaging parents in the process.  

iv. Encourage all public and private schools within the City of Akron to provide 
(disaggregated) data regarding the racial and ethnic composition of students 

participating in Honors, Advanced Placement (AP) and Dual-Credit Courses, 
including College Credit Plus (CCP) when allowed by applicable laws. 

2. Pandemic Recovery: 

a. The Education Subcommittee discussed some of the implications of the COVID pandemic 
for students, focusing particularly on minority and low-income students. To address 

learning loss for these vulnerable populations, we recommend the following: 

i. Ensure that information about  the academic progress of students during each 
academic year is transparent. Provide the community with disaggregated 
academic progress data which breaks down student achievement by student 

race/ethnicity, zip code and school location, so that the public can better 
understand the impact of the pandemic on learning loss – and especially the 

pandemic’s effects on different groups of students. 

ii. Continue to provide year-round interventions that help students who require 
additional academic interventions, beyond the pandemic.   

3. Family and Community Engagement: 

a. Engagement of families and community stakeholders in student learning and the learning 
process is fundamental to successful student outcomes (Mapp, K. 2002). Policies 

established to promote family engagement in schools should aim to: 

i. Support strong family-school partnerships. 

ii. Encourage consistent, helpful and culturally responsive communication between 

families and school staff. 

iii. Provide resources and options for family members and caregivers to help with 
learning at home. 
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iv. Create welcoming school environments that support family visits to the school and 
classroom.2

4. Diversifying the Field of Education: 

a. Create teacher academies within high schools (in collaboration with colleges and 

universities). 

i. The chief intended outcome of this intervention is to recruit Black and Brown 
students into careers as  professional educators and to provide Black and Brown 

students with additional opportunities to learn from teachers who share their 
backgrounds and experiences. Teacher recruitment can and should start in high 

school. Intentional preparation for a teaching career during high school may have 
the additional benefit of increasing college preparedness among BIPOC students. 

b. Create loan forgiveness programs/scholarships for educators of color who work in low-
performing urban schools over multiple years to attract and retain educators of color. 

c. Organize support systems within cohorts of new Black and Brown educators in urban 
schools when assigning educators to schools, allowing them to work through issues of 
diversity, inclusion, and equity together. 

d. Create or expand network groups for Black and Brown educators.  

i. The network groups could be affiliates of national network groups (National 
Association of Black School Educators, for example). These networks can be used 

to provide scholarships, mentorship, training, and professional development for 
Black and Brown educators. 

e. Develop a local coalition to collect data and identify strategies to diversify the field of 

professional educators in Greater Akron; the consortium can share best practices with 
local schools. 

f. Request recruitment and retention data from local colleges and universities to identify the 
following, being sure that sub groups are identified within the data sets: 

i. How are students of color recruited into teaching programs?  

ii. How many students of color are enrolling in education programs?  
iii. How many students of color are completing education programs? 

g. Survey Black and Brown students in high school and undergraduate settings to help 
school leaders and academics better understand their perception of the teaching 

profession and what would attract them to the field. 
5. Cultural Competence and Educator Professional Development: 

2 Haycox, K.S. 2017, OSBA Journal, Capital Conference 
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a. Provide ongoing job-embedded professional development that will help educators 
understand the culture and climate of schools and gain a deeper understanding of the 
student  population with whom they work.  

i. This training should focus specifically on cultural competency and culturally 
relevant pedagogy. The intended outcome of this strategy is to build educators’ 
capacity to effectively teach, manage, and lead students of color and address 
learning gaps.  

b. Train educators in schools/districts to become facilitators of the Intercultural Development 
Inventory ® (IDI), which measures professionals’ capability to shift cultural perspectives 
and appropriately adapt to cultural differences. 

i. The IDI facilitation should be coupled with ongoing training and professional 
development for educators to help them create an implement an Intercultural 
Development Plan (IDP). The intended outcome of this strategy is to help 
educators become more interculturally competent, so they can better 
navigate/teach BIPOC students. Note: IDI is a 50-item online questionnaire that 
can be completed in 15–20 minutes.3

c. Create career pathways for successful educators early in their career.  

i. The destination of these career pathways could include the following roles: teacher 
leadership, principal coaches, curriculum roles, administrative opportunities, etc. 
Career pathways break down silos in schools and provide effective educators the 
opportunity to coach and support novice and struggling educators. They can serve 
as a support to effective educators and help maximize their performance both in 
and out of the classroom.  

d. Recruit and retain Black and Brown leaders to support and mentor classroom teachers.  

i. Identify strategies and tools to monitor effectiveness of teacher leaders, and 
ensure that discipline and support of educators is racially equitable, focusing 
specifically on discipline of Black and Brown teachers compared to their White 
peers. The intended outcome of this strategy is to provide students with more 
opportunities to learn from teachers who look like they do, thereby enhancing 
outcomes. The data is clear around the importance of same race teachers in urban 
school settings and their ability to enhance outcomes and success rate for Black 
and Brown students (data follows in the next section for all recommendations). 

Special note: Schools ability to provide educators with professional development opportunities which 
increase educators’ cultural competence is crucial to student success. Schools’ ability to provide this 
training is currently being threatened by legislation pending in the state legislature. This legislation must 
be stopped, and to this end, we recommend the following: 

e. Address and oppose any legislation that bans the teaching of certain parts of US History, 
especially the parts that focus on the brutal history of systematic and institutional racism 

3 “The Roadmap to Intercultural Competence Using the IDI” (IDI, LLC). Link: https://idiinventory.com/products/  
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in the US; present examples of these bills include House Bills 322 and 327. History, 
including stories told from multiple perspectives, should be shared and taught in schools. 

f. Educate community members, educators, and families on the difference between Critical 
Race Theory (CRT) and Culturally Relevant Pedagogy (CRP).

i. Schools should educate their communities and dispel myths about CRT and CRP. 
Town halls and community forums can be used to explain the dangers of 
eliminating or whitewashing historical information about race and racism. 

6. Fiscal Transparency and School Funding: 

a. Encourage and insist that state lawmakers approve a fair K-12 funding plan beyond Fiscal 

Years 2022 and 2023. 

IV. Data & Community Engagement 

1. Student Access:

In Summit County, Third Grade reading achievement trends from 2016-2021 indicate racial disparities in 
academic outcomes and in utilization of math classes considered “advanced.”  

In the table below, percentages represent the number of students in Summit County who scored 
“proficient” or higher on Ohio’s Third Grade Reading Test. The largest achievement gaps in reading exist 

between White and Black students, but gaps exist between other groups as well. 

Third Graders Able to Read, Summit County  

Race/ 

Ethnicity 

2016-2017 2017-2018 2018-2019 2019-2020 2020-2021 5-Year Avg 

White 76% 75% 78% 55% 65% 70% 

Multiracial 63% 58% 57% 39% 48% 53% 

Asian 52% 50% 74% 36% 48% 52% 

Hispanic 47% 50% 57% 32% 36% 44% 

Black 39% 35% 41% 24% 22% 32% 

All Students 55% 54% 61% 37% 44% 50% 

Groups are listed by highest to lowest percentage able to read in 5-Year Avg. Data compiled by Summit Education Initiative 



Racial Equity and Social Justice Taskforce | Q3 Report | 48 
17360400 _1 

Reading skills at the end of third grade strongly predict student success in future years. For this reason, 

the Summit Education Initiative (SEI) has included Third Grade Reading as one of its six core metrics 
upon which to focus to increase overall student success in Summit County. SEI’s goal in this area is to 
“increase the number of students exceeding the minimum passing level to 70 percent.” If structured 

learning opportunities are available to every child prior to kindergarten, students will be better prepared 
to encounter the scaffolded learning opportunities available in elementary school which lead to the ability 

to read. 

Significant racial equity gaps exist in 8th grade math, as seen in the “Students Taking Algebra 1 or Another 

High School-Level Course while in 8th Grade” table below. Interestingly, this statistic reveals information 
about both academic achievement and access to or selection for certain academic opportunities. To be 

placed in an advanced math class (which increases preparedness for high school and college) a student 
must be both academically skilled and, often, have the recommendation of a teacher. 

In the table below, “9th Grade Success” is indicated if a student completes at least 6.5 credit hours and 

earns a 3.1 GPA.  During the 2020-2021 School Year, only 23% of Black students attained this level, 
compared to 47% of White students. 

Students Taking Algebra 1 or Another High 

School-Level Course while in 8th Grade

Asian 31% 

White 26% 

Multiracial 15% 

Hispanic 10% 

Black 9% 

All Students 21% 

Tables: Groups are listed by highest to lowest percentage achieving metric. Students in Summit County public schools, SY 2020-2021 . Data 
compiled by Summit Education Initiative (SEI) 

Based on this data, efforts should be made or continued to increase enrollment of underrepresented 

students in these higher-level courses, including an objective standard of entry.  

The following local data was reviewed in advance of the preparation of these recommendations:

1. Summit County data on student scores in third grade reading, math acceleration in middle school 
(8th grade) and ninth grade success (data compiled by the Summit Education Initiative) 

2. Presentation from Dr. Monica Womack, Former Advancement Via Individual Determination 
(“AVID”) Director/Program Manager, Akron Public Schools 

3. The Equity Policy of Akron Public Schools 
4. “Equity Data Story at a Glance” provided by Akron Public Schools 
5. Equity Assessment Checklist (Akron Public Schools) 

Students Achieving “9th Grade Success”  

(>6.5 credit hours and >3.1 GPA) 

Asian 53% 

White 47% 

Hispanic 33% 

Multiracial 33% 

Black 23% 

All Students 41% 
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6. Additional data from Akron Public Schools: 
a. The number and percentage of students deemed chronically absent (disaggregated by 

race, gender, and zip code) 
b. High level course enrollment by (disaggregated by race, gender, building and grade level) 
c. Gifted course enrollment data 
d. Discipline incidence reports, with specific types indicated by race, gender, and zip code) 
e. Number of College Credit Plus (“CCP”) courses taken by APS high school students by 

assigned building, and information regarding which student groups access these courses 

Additionally, the following academic resources were consulted in the preparation of recommendations 
relating to early childhood: 

1. Barnett, W.S. & Belfield, C.R. (Fall 2006).  Early Childhood Development and Social Mobility.  
Future of Children, Vol. 16, No. 2, 73-97.   

2. Barnett, W.S. & Hustedt, J.T.(2003).  Preschool:  The Most Important Grade. Educational 
Leadership, 54-57.   

3. CLASP-Policy Solutions that work for low-income people:  United States Head Start by The 
Numbers 2008 PIR Profile.  Retrieved from www.clasp.org/admin/site/  

4. Currie, J. & Thomas, D. (2000).  School Quality and the Longer-Term Effects of Head Start.  The 
Journal of Human Resources, 755-774.

2. Pandemic Recovery: 

The following data was reviewed in advance of the preparation of these recommendations: 

1. Learning Recovery & Extended Learning Plan (Akron Public Schools) 
2. Secondary Summer School Offerings (Akron Public Schools) 
3. Credit Recovery Programs and Path to High School Success (Akron Public Schools) 
4. Extended learning plans from APS, Cincinnati, Dayton, Columbus, Cleveland, Nashville, and 

Chicago. 
There is precedent for this recommendation in other urban districts in Ohio and in other cities that have 

implemented extended learning plans to address loss in learning during the pandemic. 

3. Family and Community Engagement: 

The following resources were consulted in the preparation of these recommendations: 

1. Henderson, A., & Mapp, K. (2002). A new wave of evidence: The impact of school, family, and 

community connections on student achievement. National Center for Family and Community 
Connections with Schools. Retrieved from https://files.eric.ed.gov/fulltext/ED536946.pdf   

Mapp, K. L. & Bergman, E. (2019). Dual capacity-building framework for family-school partnerships 

(Version 2). Retrieved from: www.dualcapacity.org 
National Policy Forum for Family, School, & Community Engagement. Harvard Family Research Project. 

Retrieved from https://eric.ed.gov/?id=ED517978   
Parent, Family, Community Involvement in Education. (2008). National Education Association. Retrieved 

from www.nea.org/assets/docs/PB11    
Shaver, A.V., Walls, R.T. (1998) Effect of Title I Parent Involvement on Student Reading and Mathematics 

Achievement. Journal of Research and Development, 31(2), 90-97. 
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Simon, B.S. (2000). Predictors of High School and Family Partnerships and the Influence of Partnerships 
on Student Success. Doctoral Dissertation. John Hopkins University, Baltimore, MD. 

Weiss, H., Lopez, E., & Rosenberg, H. (2010, December). Beyond Random Acts: Family, School, and 
Community Engagement as an Integral part of Education Reform.  

Westat. Equity Resource Bibliography. Retrieved from:  
https://drive.google.com/file/d/0BzSOCyIHFIYad0NHY0xYNDk1N25GLVdxUkxLb3BqVWU5Tzc4/view?

usp=sharing&resourcekey=0-Gun4tpzycyANHLds_1-9rw  

4. Diversifying the Field of Education:  

There is growing demand in the field of education for diverse and talented educators. According to the 
Brookings Institute, White teachers made up 80% of the teaching field in 2017. Conversely, more than 

half of the students in the classroom across the United States are students of color.  

Research conducted on the long-run impact on same-race teachers found that Black students who were 
assigned at least one Black teacher in their K-3 experience were more likely to graduate from high school 

and enroll in college (Gerhenson, Hart, Hyman, Lindsay, & Papageorge, 2018).  

According to Gerhenson et al., disadvantaged Black male’s exposure to at least one Black teacher in 
elementary school reduces his probability of dropping out of high school by nearly 40 percent (2018). 

Teachers of color are more likely to effectively use culturally relevant pedagogical practices, hold higher 
expectations for students of color, have stronger classroom management skills and lower student 

suspension rates, and serve as models of professional success to their students (Ahmad & Boser, 2014).   

Diversifying the education workforce is not only beneficial to students of color but to all students. A study 
conducted in 2016 found that students of all races in middle and high school had more favorable 

perceptions of Black and Hispanic teachers than their White teachers (Sebastian and Haplin, 2016). The 
benefits of diversifying the teaching force is beneficial to all students. 

If schools hope to recruit teachers of colors, they will need to collaborate with institutions of higher 

education to create a pipeline for teachers of color. In Ohio, the traditional pathway to become a certified 
teacher requires educators to take exams to get their initial teaching license and complete a teacher 
residency program, which includes a tier two teacher performance assessment.  

Historically, Black and Hispanic teacher-applicants struggled with passing subject knowledge licensure 
exams. The National Council on Teacher Quality (NCTQ) shared, “Among [B]lack candidates, 62 percent 
on average do not qualify for a standard license because they do not pass this test, and among Hispanic 

candidates, 43 percent do not pass” (NCTQ, 2014). According to NCTQ only 46 percent of teachers are 
passing the licensure exam on the first attempt.  

It is imperative that higher education programs actively recruit many more candidates of color if they plan 

to diversify the teaching force and provide support to ensure their success in these programs. The state 
should seek to identify ways to hold higher education programs accountable to student outcomes in their 

teacher preparation programs.  

Teachers of color are more likely to work in underperforming urban schools. Working conditions are 
challenging in many of these schools. Novice teachers are more likely to leave the teaching profession 

within their first five years. (Ahmad & Boser, 2014).  Some of the reasons identified for their dissatisfaction 
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in the district are student loan debt, salary, negative experiences with teachers, and poor working 
conditions. It is vital that school districts identify incentives to keep teachers of color in the profession. 

These incentives may include career pathways, increased salaries or stipends for teachers working in 
challenging schools, bringing in cohorts of teachers of color, and creating better working conditions for 

teachers.  

5. Cultural Competence and Educator Professional Development: 

The data above supports our assertions about the need for cultural competence among teachers as well.  
Most teachers are White, middle-class women whose life experiences do not mimic those of the students 

they teach. Teachers of all races in urban settings struggle with classroom management, cultural 
competence, self-assessing their effectiveness, and creating authentic relationships with students and 

families to identify the best way to engage in teaching and learning. We believe students should have 
teachers that look like them in the classroom and come from similar backgrounds as them.  

Higher education programs must consider how they are preparing teachers to work with students from 

diverse backgrounds. Teachers and leaders working in urban settings and doing the work of school 
turnaround require a unique set of skills to be effective. Educators must be able to manage students that 

are dealing with traumatic circumstances at home and in school. Often students in challenging schools 
are assigned the least qualified teachers. These teachers are typically novices and lack the skills needed 
to transform schools. The most school-dependent students need highly effective teachers, specifically 

teachers that have demonstrated their ability to build relationships with students and are able to maximize 
academic outcomes. Effective teachers must be given the opportunity to mentor, support, and build 

capacity in new teachers. Districts must also find ways to incentivize effective teachers to ensure they 
are acknowledged and paid for their effectiveness in challenging schools. 

Ongoing job-embedded professional development opportunities for educators that focus on cultural 

competence and intercultural competence must be created and sustained. The Intercultural Development 
Inventory (IDI) may provide educators the opportunity to unpack their biases and identify strategies to 

engage more effectively with students of color. The IDI is a great way for teachers to get a sense of how 
interculturally competent they are on the Intercultural Development Continuum (IDC). This tool is great 
because it provides individuals with data based on an inventory of questions completed online.  The 

Intercultural Development Plan (IDP) allows educators to self-reflect and examine how they navigate 
cultures that are different from their own. Often educators are not aware of the biases they bring into the 

classroom and building. It is important that educators critically examine them to understand how these 
biases may impact the way in which they engage with BIPOC students and parents. Pairing the IDI 

training with cultural competency training such as: Culturally Relevant Pedagogy (CRP), Courageous 
Conversations about Race, and Abolitionist Teaching would be a great way to help teachers better 

connect to the students and families they serve.  

6. Fiscal Transparency – School Funding and Supplier Diversity: 

School funding matters and there is evidence on the positive impact of funding that is thoughtful within 
districts. Recent studies have provided evidence that school funding is positively associated with 

improved student outcomes (Baker, 2018).  Effectively funding schools can support closing achievement 
and opportunity gaps across the state. Every urban school district in Ohio is struggling to close the 

achievement gap.  
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In July of 2021 the Fair School Funding Plan was approved as a part of the state’s budget and Ohio law. 
Now local school districts funding share is based on both property tax value and district residents’ income 

which provides a more accurate picture of what local districts can contribute to the base costs.  The new 
system weighs a district’s expenses to determine the per-pupil funding amount. Although the plan was 

passed in the House and Senate there are concerns about the cost of the plan over time. Initially the 
funding formula developed by the Cupp-Patterson workgroup called for a six-year phase-in period. This 

language was removed by lawmakers at the last moment prior to approval, which has led to concerns 
about a “short-term” approach that does not provide funding beyond Fiscal Year 2023. Lawmakers only 
approved the first two years of the plan. Funding beyond the two-year budget will be left up to the future 

General Assembly. 

V. Impact 

1. Student Access: 

Our goal is to increase the academic preparation of each child in Greater Akron, to close existing racial 

equity gaps, and to ensure that every school prepares students for postsecondary success or 
employment.  The recommendations will be regarded as successful if the equity gaps among Whites, 

Blacks and other minority groups narrow.  

2. Pandemic Recovery (As it Relates to Student Achievement): 

The intended results are to address and remedy the loss of learning in students due to the pandemic. 
Ultimately, this recommendation is designed to close existing racial equity gaps and prepare students for 

postsecondary success or employment. 

3. Family and Community Engagement:

Mapp’s 2019 version of the Dual-Capacity Framework for Family-School Partnerships challenges 
school systems in the following: 

a. Expose educators to models of positive, strong family engagement 

b. Provide training for staff in how to effectively engage with families 

c. Establish core values that view families as essential partners in student learning 

d. Avoid deficit mindsets that create barriers to family engagement in schools 

Educators who embrace the concept of a shared responsibility for student learning benefit from increased 
student achievement and social-emotional learning and wellbeing. Researchers also find that students 
with engaged parents make greater gains in reading, and math compared to children of less engaged 

parents (Shaver, A.V; Walls, R.T., 1998). While Shaver and Walls’ (1998) research supports more parent 
engagement among elementary school families, positive results are also found for high school students. 

Simon (2000) found that high school families are more likely to engage with schools when staff members 
are intentional about opportunities for engagement, such as participating in workshops regarding college 

and employment, volunteering for school activities, knowing how to assist with homework and having 
conversations with teens about school. High school students experience better grades in English and 
Math, increased course completion, better attendance and behavior and improved class preparation 

when parents are actively engaged in school (Simon, 2000). 

4. Diversifying the Field of Education:
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The advantage of hiring and retaining a more diverse teaching staff would provide students the benefit 
of more qualified educators who share and understand students’ backgrounds. This would increase 

cultural sensitivity and provide students with a positive educational experience that could be enhanced 
by experiencing culturally relevant teaching.  When students have teachers from diverse backgrounds, it 

enhances the education of all students and combats issues of bias, so that not only Black and Brown 
students achieve but so do all of their fellow classmates. These recommendations will impact Black and 

Brown students and educators, and all other students will reap the benefits as well. 

5. Cultural Competence and Educator Professional Development:

Professional development for teachers is a necessity for good and effective teaching, and the constantly 
changing landscape or what is required in schools makes this more important than ever. Professional 

development trains novice teachers and allows seasoned teachers to improve their craft.  The more 
knowledgeable and culturally sound a teacher is, the more tools they can access to better understand 

their students.   

All students benefit when teachers learn new strategies and best practices, particularly when those 
teaching strategies are culturally relevant to the students they have in their care. Teachers and students 

both benefit when teachers are more culturally aware of their students’ needs and learn the best ways to 
teach and engage students in learning.  Students of color will benefit from culturally competent teaching 
practices and culturally relevant curriculum.  

6. Fiscal Transparency - School Funding and Supplier Diversity:

When schools and school systems have adequate funding to provide educational resources, human 
resources (administrators, faculty and staff), curriculum and course content, college preparatory course 
offerings, technology, extra-curricular programs and sports, access to the arts, social and emotional 
resources, and other activities that provide a multi-faceted and well-rounded educational experience, all 
students benefit.   

This is inclusive practice for students who are marginalized and do not have access to such resources 
outside of a school experience.  This will provide equity for Black and Brown students, students 
experiencing poverty, and students who experience any kind of disadvantage.  

VI. Conclusion 

Our work is grounded in the premise that embracing racial equity policies and practices in school districts 
is the first step toward remaking the American dream. The practical targets of this work are the opportunity 
and achievement gaps which exist between students of color and White students.  When these gaps are 
closed, the American dream’s promises will be truly accessible for all of Akron’s children and families. 

The recommendations within this project would involve each school district and require them to be 
responsible for implementing the proposed recommendations within its district. It would include the 
gathering of pertinent information needed (collection of data) for assessing program effectiveness and 
addressing needed areas for improvement. 

The Education Committee feels the recommended plan developed by the team is realistic and should be 
implemented in all Akron area school districts.  
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There may be some financial resources needed for staff to collect data, disaggregate the data, assess 
progress (or stagnation) of the plan, and to make needed adjustments. Partnership and collaboration with 
Akron Public School and other pertinent schools and systems is imperative. 

Each school district would have their own mechanism to ensure successful implementation and 
enforcement of programs being suggested. We are aware this requires qualified staff to monitor the 
project and to ensure there is appropriate follow-up and assessment of all aspects of the plan. 

Each school district can use their IT staff to assist with collecting needed data and to make sure the data 
is preserved for those who will be responsible for disaggregating, interpreting, and making certain the 
data is forwarded to the appropriate officials. The data would then be used to report out to the community 
for transparency purposes, to gain community support and to get the community engaged with the school 
district. 

We would suggest a clearinghouse such as Summit County Education Service Center to handle all data 
collected and store the data from all school districts for future reference when needed. 

This document is the result of many hours of research, conversation, and deliberation.  
It is not possible to express fully the level of appreciation for the depth and breadth of these efforts without 
acknowledging the work done within the two “sub-subcommittees” which took responsibility for directing 
research efforts. These sub-research groups were led by Dr. Fedearia Nicholson-Sweval and Dr. Jennifer 
Ross, who poured significant amounts of time and effort into this work, and the Chair and Co-Chair wish 
to extend our most sincere gratitude to them, along with all members of the Subcommittee whose 
continued engagement made this report possible. 
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D. Subcommittee on Equitable Workforce Development 

I. Introduction 

The City of Akron’s Equitable Workforce Development Subcommittee (the “Subcommittee”) reviewed the 

following: a) The City of Akron’s demographic data, b) certain portions of the City of Akron’s human 
resource department, such as hiring, training, promotion, and retention; c) certain portions of the City of 

Akron’s contracting policies, procedures and capacity building; d) Northeast Ohio economic data 
including careers and number of positions immediately available within the City of Akron and e) studies 

and best practices nationally as to i) cultivating, fostering, promoting and maintaining a diverse workforce 
and vendor base more representative of the community being served ii) developing additional available 
workforce by training City of Akron residents and City of Akron employees of color to take advantage of 

and fulfill the incredible number of well-paying careers/jobs that are immediately available within the City 
of Akron; communicating more effectively with minority residents and minority owned companies 

regarding the myriad of opportunities that exist within the City of Akron human resources’ and 
procurement departments; and taking affirmative steps to start, develop and foster minority businesses 

capable of providing products and services to the City of Akron.  

Our Subcommittee’s review indicates that historically Akron’s minority population has been consistently 
excluded from economic opportunities like these, but that significant and meaningful opportunity for 

positive, transformational change exists if the City of Akron undergoes intensive, material, cultural and 
operational changes, invests in new, diverse, executive leadership, adopts an equity focused strategic 
improvement plan, supports that equity focused strategic improvement plan with significant financial and 

personnel resources over the next five year period and holds itself accountable by initially measuring 
base line statistics, developing equity based goals, objectives and desired results and regularly and 

routinely reports on its activity, improvements, success and disappointments to an independent, oversight 
Equity Review Panel, the Mayor, City Council and the City of Akron’s residents and businesses, including 

but not limited to reporting as to barriers people of color encounter and have to overcome, progress made 
and what further actions are required for continuous improvement and additional progress on all fronts.  

Accordingly, our subcommittee recommendations focus primarily on 4 critical areas we believe that the 

City of Akron should invest in to forge progress in this regard: 

1. Changing the culture, operations, reporting and accountability of the City of Akron’s Human 
Resources Department and Procurement functions such that they become departments that 

promote, demand and achieve social equity across all areas of employment and contracting. 

2. Playing a proactive and lead role in the development and sustainability of coordinated workforce 
development initiatives that will identify, recruit, and build a pool of qualified minority candidates 

which over time will significantly diversify the City of Akron’s employment ranks at all levels and 
allow residents of color to take advantage of other high-demand careers available in and around 
Akron. 

3. Driving significant change in how minorities and minority-owned business are started, developed, 
fostered, contacted, supported, engaged, and eventually hired to provide services and products 
that the City of Akron routinely purchases. 
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4. Developing a welcoming attitude towards data collection, transparency, public reporting, and 
accountability at all levels of employment and contracting with a specific focus on immediate 

progress and continuous improvement.

II. History of Equitable Workforce Development in the City of Akron 

As was mentioned earlier, Akron’s minority population has been consistently excluded from equitable 
economic opportunity available within the City of Akron, primarily as it relates to being educated, trained 

and ready for positions that are immediately available, being hired/promoted into managerial/leadership 
positions within the City of Akron/other employers locally and being awarded contracts/subcontracts by 

the City of Akron.  

The City of Akron currently employs approximately 2,100 full-time and seasonal employees. Prior to 
Mayor’s Horrigan’s Administration, the City of Akron’s human resource function was a based upon civil 

service model and did not include an actual department of human resources.  In 2016 Mayor Horrigan 
dramatically changed that fact and created a human resources department and cabinet-level director 

position via an amendment to the City’s Charter.   

The first Director of Human Resources initial charge from the Mayor was to “make the City of Akron’s 
workforce look like the City of Akron demographically” but there is little evidence that has occurred or is 

significantly underway equitably across all levels of employment.  

By way of information, as of March 17, 2021, the City of Akron is comprised of approximately 30% people 
of color.  

Significant departments like the fire department (15% people of color), police department (20% people of 

color) and others are lagging equity-based hiring practices considering the number of existing staff 
comprised of people of color.  

While not all department level statistics were produced and very little information was shared by the City 

of Akron, anecdotally, various employees of the City of Akron shared with our Subcommittee that even 
the percentages set forth above may be misleading as people of color are not frequently represented 

when reviewing management level and leadership positions. Of 70 managers and other leaders, 7-12 
positions (7-17%) at any given time are held by people of color.  

The former Human Resources Director also stated that another challenge the City faces are that wages 

paid at the supervisor/management/leadership levels are not necessarily competitive with the same 
positions available across the region in the private sector and that this lack of appropriate wages is of 
particular concern regarding recruiting information technology positions.  

Longevity is another concern with the average length of employment of a City of Akron employee being 
14 years and having 50% of management being over the age of 50.  

Despite that challenge, the fact that so many management positions will likely be coming available via 
employee’s retirement does provide an incredibly opportunity for hope and progress, but only if the City 

begins a thoughtful and comprehensive assessment of its current staff comprised of people of color who 
may be promotable, ensuring that they receive the training they need to be promoted when the time 

comes, and also focusing resources on recruiting other diverse candidates.  
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Further supporting the need for recruitment, in conversations with the current Human Resources Director 
she expressly stated that for the City of Akron to succeed in diversity, equity and inclusion efforts she 

knows she needs one or more recruiters.  

She also stated that for the City of Akron to make progress in achieving social equity in promotions. she 
will also need computer training labs where applicants and existing staff can get training on reading and 

basic computer skills, all of which are necessary at the next level of employment.  The director was hoping 
that CARES or Reinvestment Act funding could help develop, equip and staff such computer labs.  

While the City of Akron does not have a formal professional development/training program, there are 

some bright spots. The City of Akron provides a tuition free arrangement with Stark State College 
whereby employees can take advancement classes and receive some training, development and even 

certifications. Some successes of the existing Stark State collaborative are that 2 people have 
successfully graduated, and the average GPA of all class takers is 3.073. Dependents of full-time 

employees are also eligible to participate in the Stark State program which is a nice employee benefit. 

The committee was not able to obtain more detailed written data surrounding employees, and 
employment demographics around City of Akron personnel.  

Without embracing some of the opportunities in the recommendations set forth by the Equitable 

Workforce Development Subcommittee, we fear the City of Akron’s leadership and staff will continue to 
be inundated with request for change. The ideas are simple and would allow some relief to what seemed 

like small departments who are currently overwhelmed by the sheer amount of an existing workload and 
the time constraints for considering and researching additional programming.   

III. Proposal 

1. Recommendation Set Number 1: Changing the culture, operations, reporting and accountability 

of the City of Akron’s Human Resources Department and Procurement functions such that they 
become departments that promote, demand and achieve social equity across all areas of 
employment and contracting. 

As a foundational underpinning of the recommendations contained in this Subcommittee report, 
we recommend the City of Akron commit to developing data-driven, equity-focused leadership 
within every aspect of its human resources and procurement departments, regardless of the 

color/race of the leader currently, and commit in writing to making the composition of 
leadership/management/other staff within each department more fully mirror the demographics of 

the City of Akron for all people of color and disaggregate any reporting of the same by race, 
gender and zip code to insure we are making progress for all people and making additional 

investments in the appropriate areas of the City of Akron where disadvantaged people of color 
live, can be trained, hired and advance.  

It is worth noting that making a change in the number of employees of color alone will not by itself 

solve the problem as tasks like this could render the existing human resource staff stretched thin.

Recommendation 1a:
As such, we also recommend the hiring of an independent human resources consulting firm to 
evaluate the City of Akron’s employment needs, number of departments, tasks and deliverables 
and recommend an appropriate organizational chart, number of staff, levels of management and 
support, types of people and qualifications necessary for success, a salary survey of competitive 
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wages, career pathways, upward mobility structures, and formal succession planning and 
mentoring programs so that high potential internal employees may be identified, interviewed and 
promoted.  

Recommendation 1b:
We recommend development and implementation of a mandatory training curriculum concerning 
good workplace culture, how to create a welcoming and appreciative workplace for diversity, 
equity and inclusion, understanding cultural competence, social justice and other management 
practices with success and failure metrics driven into any performance appraisal system for all 
employees.   

Recommendation 1c:
We recommend the City of Akron perform an internal review of its recruitment, hiring, 
development and promotion of minorities versus hiring, development, and promotion of whites 
over the prior ten-year period, identify trends, areas of strength, areas of weakness and areas for 
improvement.  

Recommendation 1d:
We also recommend reviewing turnover statistics and exit interviews, if currently being performed, 
and conducting exit interviews, if not currently being conducted, with all staff upon departure, 
whether terminated or resigning, to determine reasons for departure, barriers to success, 
perceived bias, perceived conflict, sources of discomfort, perceived reasons for any failures/lack 
of success, and report those findings to cabinet level staff and the Mayor personally, City Council 
and the Equity Review Panel (also recommended and described below), to identify areas of 
potential improvement and development of action plans and accountability structures that can 
show results over a multi-year period. 

These data points should prove self-evident in areas where the City can focus to augment and 
strengthen hiring, training and development programs for minorities and people of color and 
where the City of Akron can partner with local businesses, non-profits and other partners to 
provide the training that minorities and people of color need to be more represented within the 
City of Akron workforce. 

With these recommendations, the City of Akron will also need to restructure its Workday human 
capital management system to provide detailed information and reporting regarding 
communication, recruiting, applications, hiring, training, development, promotion. retention, 
terminations, turnover, and other meaningful data points and specifically report them as to people 
of color, race, gender, and other demographics represented.  

Recommendation 1e:
We also recommend creating an equity focused performance appraisal process and make it as 
much future oriented (how can we develop and promote this team member) as it is past 
performance based (how well did this team member perform his or her job duties/drive outcomes 
previously given). In addition, we recommend that the City set aside ample resources to support 
the development needs of high-performing team members identified by the appraisal system.    

Recommendation 1f:
To facilitate all of these recommendations in the proper manner and ensure that equity is at the 
forefront of all initiatives, we recommend the hiring of a Chief Equity Officer ($120,000-$140,000 
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salary per year) and making that position a member of the Mayor’s Cabinet, reporting directly to 
the Mayor and being in charge of all diversity, equity and inclusion efforts of the City of Akron, 
including building out his management team. We also recommend that the Chief Equity Officer is 
supported by a team (2-3 people) as one person alone cannot sufficiently plan, execute, and 
report on accountability. 

Recommendation 1g:
We further recommend the creation, resourcing and support of an independent Equity Review 
Panel (a 7-15 member panel comprised of diverse people from industry, government and non-
profits) which will review City of Akron population demographics, the plans noted above, the 
results of those plans and then continue to suggest recommendations and improvements to the 
City of Akron, its Chief Equity Officer, human resources department and procurement functions. 

2. Recommendation Set Number 2: Playing a proactive role in the development and sustainability 
of coordinated workforce development initiatives that will identify, recruit and build a pool of 
qualified minority candidates which over time will significantly diversify the City of Akron’s 
employment ranks at all levels and train City of Akron residents to fulfil the plethora of careers/jobs 
that routinely exist in the greater Akron area. 

Recommendation 2a: 
We recommend that the City of Akron take a larger role in and invest in workforce development 
initiatives and consider locating workforce development initiatives within neighborhoods where 
disadvantaged, minority residents live, and use these neighborhood centers to train residents to 
take advantage of the incredible surplus of available jobs in high-growth, high-demand industries 
with well-paying careers with upward mobility, both within the City of Akron and available 
otherwise locally.  

We believe that the development of these neighborhood workforce hubs can also serve as access 
points to industry information, career & success coaching, job preparation support, case 
management, wrap-around support, jobs that are available and other critical information to better 
address barriers, skills training/additional education, and connections to employers including the 
City of Akron.  

In these neighborhood hubs we can also centralize support such as Financial Empowerment 
Centers, Family Resource Centers, community-based workforce collaboratives such as the Akron 
Urban League and The Well CDC and others. 

Just prior to the stay-at-home order in March 2020 when the pandemic emerged, a wide range of 
partners launched such an effort at Buchtel Community Learning Center to bring information, 
resources, and support into the neighborhood to prepare residents for a successful pursuit of 

good paying jobs in high-demand industries.  

Spurred initially by the arrival of over 1500 jobs at the new Amazon facility on Romig Road, the 
effort was designed to maximize access to those jobs for residents in the neighborhoods 
surrounding the facility and to introduce other opportunities in the industries that drive our local 

economy, namely manufacturing, healthcare, I.T., business services, and transportation/logistics.  
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Industry leaders provided brief presentations, followed by a resource fair to include employers 
(including The City of Akron), education/training programs, wrap-around supports and 

opportunities to sign up for job preparation workshops in the neighborhood.  

Success coaches were on hand to support participants to digest the information presented and 
navigate the event. A job and training fair was scheduled to follow 3 weeks later but unfortunately 
never happened due to the continued acceleration of the COVID-19 pandemic. The response was 

favorable and welcomed.  

Since that time, over 30 partners have continued to meet virtually and have held 2 virtual jobs 
fairs occurring last summer and fall. Continuing to develop these opportunities with partners will 

be vital to the success of our equity-based plans.   

In 2021, the “RAISE: Good Jobs for Greater Akron” collaborative has continued to support 
capacity-building among partners to recruit, engage, and retain residents in job preparation 
programming. New hubs for community-based activity have emerged and are collaborating (e.g. 
Akron Urban League and The Well CDC) and clear goals have been established to strengthen a 
coordinated network of workforce, education/training, social service, and community-based 

organizations that bring companies, training and support directly into neighborhoods where 
residents are underrepresented in good jobs. Currently, the collaborative is coordinated by 
ConxusNEO and the Greater Akron Chamber’s VP for Diversity, Equity and Inclusion and the 

metrics appear on the Elevate Greater Akron dashboard.  

Recommendation 2b:
We recommend the City of Akron continue to collaborate with these partners and with the County 

of Summit’s workforce leadership and ConxusNEO’s to build more neighborhood hubs like these 
and with it the capacity of the talent ecosystem in Greater Akron and Summit County.  

We recommend industry sector partnerships that begin with a partnership with companies to 
identify the skills they need locally and leading to collaborative work with education/training, 

workforce, economic development, community and public sector entities to innovate solutions to 
fill open positions and build a talent pipeline leveraging such things as the College and Career 

Academies of the Akron Public Schools (the “CCAA”, bringing employers and a range of other 
partners into the process of creating 57 pathways that align with high-demand, high-wage 

occupations in the region. Five industry sector partnerships continue to serve the CCAA. The City 
of Akron should be communicating with and recruiting from these programs and hubs.  

Recommendation 2c:

We recommend selecting an additional 2-4 pathways around which to develop a comprehensive 
approach to further support teachers and students and help them understand what positions are 
available at the City of Akron, the incredible benefits available and what is necessary to apply, 

interview and be hired for these positions. 

We also believe that the City of Akron can leverage these unique partnership opportunities by 
making additional recommendations on curriculum and the inclusion of relevant industry 
credentials, providing student experiences including paid/unpaid summer employment and 
internships that promote jobs and careers with the City of Akron, offer support to graduating 



Racial Equity and Social Justice Taskforce | Q3 Report | 61 
17360400 _1 

seniors to prepare for the application, hiring and qualification process as well as provide 

information to adult family members to generate adult candidates.  

Recommendation 2d:
We recommend the City of Akron more fully partner with other local and regional non-
profits/agencies to help minority candidates prepare for, complete and pass entrance exams and 
physical testing requirements for high-paying, entry level careers within the Akron Fire, Police, 
and other departments, where traditionally people of color have not been hired nor promoted in 
the numbers desired.  

We recommend further collaborating with those non-profits and City of Akron neighborhoods to 
best understand barriers to education, testing requirements, training and employment, and 
creating solutions to overcome those barriers and focusing on areas like skills training, 
transportation and childcare that so often isolate the disadvantaged from meaningful economic 
opportunity.  

3. Recommendation Set Number 3: Driving significant change in how minorities and minority-
owned business are started, developed, fostered, contacted, engaged and hired to fulfil services 
and products that the City of Akron routinely purchases proportionate to the demographics in our 

community. 

The Urban Institute in its study, “Do Minority-Owned Businesses Get a Fair Share of Government 
Contracts?” noted that “Procurement, like public employment, provides governments with a 

potentially powerful tool for promoting minority opportunities and counteracting discrimination.” 
The study noted that procurement at all levels of government represented billions in spending, 

and approximately 10% of the gross national product.  

The study went on to say that state and local government spending accounted for more than half 
of all procurement and that even in times of government downsizing, the share of total government 

spending that goes to contracting (versus government employment) is likely to rise. The study 
further stated that minorities and people of color only obtain 57% of the dollars that would be 

expected, and black people only obtain 44%.  As such, the study concluded that procurement is 
a viable way to address delivering meaningful economic activity and opportunity for people of 
color if we can navigate the obstacles and systemic racism that routinely prevents people of color 

from taking advantage of the same.  

In its “Contracting for Equity: Best Local Government Practices that Advance Racial Equity in 
Government Contracting and Procurement”, GARE stated it best when it said, “[Inclusive 

contracting] allows governments to express their values with the dollars they spend”.   

Recommendation 3a: 

As a result, we recommend that the City of Akron should continue to expand its investment in 

places like Bounce and investigate/replicate other incubators like what GPD Group is doing at 
Canal Place in Downtown Akron.  

In 2015, GPD Group, a national architectural and engineering firm with over 650 employees, 

started a comprehensive minority business incubator at its corporate headquarters. The incubator 
focuses exclusively on helping start-up architecture and engineering businesses, including people 
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of color, by offering free office space, access to GPD employees for mentoring, sharing of ideas, 
best practices, human resource support, obtaining needed certifications, and introducing the 

businesses to prospective clients, basically everything a business needs to get started and be 
successful.  GPD is proud to have graduated several mentees and continues to find and work on 

new cohorts. 

Recommendation 3b: 

Like employment of minority candidates for available positions, we believe that the City of Akron 
needs to undertake a change in culture and process as to how it approaches and supports equity 

in contracting.  

We have researched local, regional and national best practices in this regard, and we have found 
a number of possible comprehensive best practice solutions.  

As a result, we believe that small but significant changes in the way the City staffs its procurement 

department, communicates projects that are open for bid, solicits requests for proposals, selects 
contractors and build capacity would also help, something like Seattle’s comprehensive Social 

Equity in Contracting Office.  

In 2005, Seattle City Council passed a broad policy ordinance in 2005, which had the intent to 
maximize practicable opportunity and increase participation by minority and women 

owned/controlled businesses and to ensure that city practices do not support discrimination when 
the city secures public works, goods, and services from the private sector.  

The city decided to drive a stake in the ground by stating that “we won’t discriminate and we will 

repair institutionalized discrimination.” While this proclamation may sound simple, its force and 
effect have been profound.  

The City is so serious about the initiative that each city department has a embedded change team 

advocate and other point people to foster contracting equity as a best practice.  

Among the things that Seattle did to make working with the City of Seattle more minority business 
friendly and assist minority owned businesses to secure additional work were, i) requiring an 

inclusion plan from prime contractors for larger projects and requiring the contractors to name a 
variety of minority owned suppliers, subcontractors and materialmen; supporting businesses with 

technical assistance in the RFP and application processes; unbundling larger and more 
complicated work/tasks so more contracts can be issued and be available to a wider array of 
companies of all sizes and all races; expediting prompt payment of invoices by making prime 

contractors pay minority subcontractors before they can invoice the City and also otherwise 
expediting payment after the providing of services/sale of goods if a prime contractor is not 

involved; augmenting information gathering and reporting systems to provide appropriate metrics, 
accountability structures and working towards continuous improvement, constantly soliciting 

feedback from contractors, subcontractors, awardees and other parties.  

Ramifications for prime contractors not including minority suppliers can result in a bid being 
disqualified and thrown out and the penalty for not complying with the agreed upon inclusion plan 

can result in the contractor not being paid, partially or fully, and/or the contractor being disbarred 
from future business with the city for a period of ten years or even indefinitely.  
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Structurally, Seattle also created a transparent information gathering, analysis and reporting 
platform which focuses on visibility, transparency, and accountability. The office is accountable to 

the public and other independent advocates. The office routinely meets with the advocates to 
discuss the programs, performance and results and receives comments and other critiques from 

the advocates and other parties in interest. The office reports outcomes to the Mayor’s office and 
City Council and the results are placed in department director performance reviews. There is also 

other accountability down the entire contracting and department chain with department staff as 
well. Equity in contracting is a shared inspiration and accountability at every level. 

Outside of the very socially progressive stance that Seattle has taken in regard to driving equity 

in contracting, the other impressive factor that helps to drive performance is an “openness” to risk 
instead of an aversion to it. With city staff that are predominately risk adverse, like engineers, the 
city encourages frequent mentoring and coaching to reward and support increased minority and 

small business participation. Seattle also commits to extensive outreach and communication that 
includes hosting and putting on trade shows, bid announcement events, significant advertising 

and after-hours business parties. At times the Seattle program seems as much social and it is 
demanding contractual equity, which also helps minority business with business development. 

Seattle’s Equity contracting program is one of the most comprehensive in the country and is 
seeing results.  

Recommendation 3c: 

Some other suggestions are conducting a disparity study, which compares the availability of 

minority companies to perform the work available against the city’s utilization of minority 
companies to perform the work; as well as requiring a minimum number of minority contractor’s 

bids or quotes in supply purchases. 

Another major aspect of equity in contracting is something called capacity building. Many of the 
nation’s best practice social equity in contracting programs are not only focused on improving the 

city’s purchasing by minority owned/controlled firms but are also heavily aligned with the City’s 
economic development department to ensure that business development resources are shared 
with low-income and racially diverse neighborhoods.  

Some programs have specific goals and programs designed to take and scale subcontractors 
and convert them into prime contractors over a period of years. As one example, the City of 
Houston has developed and implemented a seven-month intensive training to help subcontractors 

to become prime contractors as well as educate subcontractors about bonding and other 
requirements. Houston’s efforts have graduated a number of subcontractors and has a class of 

20 companies being mentored at any given time.  

As it relates to bonding, another challenge for minority contractors, Minneapolis is innovating ways 
to become more equitable by establishing group bonding policies whereby a group of contractors, 

primes and subs, can be bonded together, allowing the smaller subcontractors, sometimes 
incapable of being bonded, to leverage the prime contractors size, finances and underwriting.  

Minneapolis has also instituted a working capital loan program where subcontractors can 

collateralize city contracts.  
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New York City has a program where it utilizes fines levied on prime contractors for not meeting 
equity and other goals and utilizing those fines as a capital access program for subcontractors.  

4. Recommendation Set 4:  Developing a welcoming attitude towards data collection, 
transparency, public reporting and accountability at all levels of employment and contracting with 
a specific focus on immediate progress and continuous improvement.    

Recommendation 4a: 

We recommend working with an independent, nationally recognized, consulting firm which is an 

expert in social equity programming and information obtainment, analysis and reporting. Request 
their assistance to assess the information and systems available and develop and implement a 
transparent accountability and reporting structure.  

Recommendation 4b: 

We recommend publicizing the hiring of the consulting firm, development of the program, its goals, 
results, and modifications made based upon achievements and failures to the public.  

We recommend an authentic, open, honest, and vulnerable approach with great integrity in 

reporting and communication. 

Recommendation 4c: 

We recommend making data available to the public, Chief Equity Officer, Mayor, City Council and 
the Equity Review Panel for comments, suggestions, support, and assistance. 

IV. Data & Community Engagement 

1. To make these analysis and recommendations, our Subcommittee reviewed the following: 

2. City of Akron’s Race and Ethnicity Information 

3. City of Akron’s Recovery Plan 

4. City of Akron’s Strategy Map 

5. ConxusNEO Locally Available Jobs Data 

6. Government Alliance on Race & Equity’s Racial Equity Action Plans, A How to Manual 

7. Government Alliance on Race & Equity’s Contacting for Equity, Best Local Government 
Practices that Advance Racial Equity in Government Contracting and Procurement 

8. Greater Akron Chamber Elevate Action Plan (and work) 

9. King County Equity Plan (Seattle) 

10. Racial Equity Plan (City of Boulder) 
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11. Report of the Durham (North Carolina) Racial Equity Task Force: An Urgent call to Loving 
Action 

12. Team NEO Jobs Data 

13. The Urban Institute’s Do Minority-Owned Businesses Get a Fair Share of Government 
Contracts

I. Impact 

The outcomes we would expect to see as the City of Akron develops and implements the 

recommendations from Recommendation Set One above are as follows: 

1. A much more diverse staff at all levels of City of Akron employment that is more culturally aware, 
culturally responsive and which more keenly understands its residents, its team members, its 

vendors, and its community together with their challenges, needs and desires. 

2. A much-improved employment culture which inspires people to want to work, be proactive, 
innovative and achieve. 

3. A motivated resilient workforce more capable of addressing the volume of work presented, the 

challenges faced and important initiatives the City of Akron needs to be completed to be 
successful. 

4. Better and more robust information collection, analysis, and reporting so that intentional decisions 

can be made on actual data and information as opposed to anecdotal summaries and gut 
instincts. 

5. More people of color and employees generally being trained, eligible to be promoted and actually 

promoted. 

When To Expect Results 

Hiring an independent human resources consultant, getting them the information they need to assist and 
develop a plan for the City of Akron will likely take months (3-4). The recruitment, interviewing and hiring 

of staff identified as needed could take additional time (4-12 months) 

The recruitment of a Chief Equity Officer also takes 3-4 months. Giving that person the time they need to 
assess the City of Akron, its culture, its baseline data, implicit bias, needs and develop an initial action 

plan could take 3-4 months.  

Finding and implementing an equity-based, diversity and inclusion centered curriculum and culture could 
take an additional 3-6 months. Creating training, development, mentoring and other programs could take 

3-6 months. Developing a system of goals, metrics, information gathering, analysis, review, and reporting, 
and making equity-based goals/results a part of all employees’ duties and employment reviews could 
take 4-6 months if not collective bargaining unit objects or longer with objection. Objections should be 

noted and publicized to expose actual bias, barriers to progress and achievement.  

Once these action items are implemented, we would expect to begin to expect to see gradual change 
during the first year and accelerated change in years 2-5.  

People Who Will Be Helped 
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1. People of color, minorities, and women. 

2. The City of Akron, its employees, and residents

The outcomes we would expect to see as the City of Akron develops and implements the 

recommendations from Recommendation Set Two above are as follows: 

1. More people of color qualified to apply for and obtain good paying jobs and careers within the City 
of Akron and locally. 

2. Improvement of the quality of life, employability and promotability of people in disadvantaged 
areas of Akron, especially people of color. 

3. Increased upward mobility, income, and ability to purchase of Akron residents in disadvantaged 
neighborhoods. 

4. Improving the statistics of the City of Akron as to the hiring, advancement, and promotion of 
people of color. 

5. Improving the ability of our region to supply a qualified, diverse workforce to all employers in the 
areas where the jobs are available (Akron) 

6. Improving the gross domestic product of companies, Akron and Summit County where company 
performance and tax bases are artificially low right now due to a lack of qualified and available 
workforce. 

When To Expect Results 

Collaborating with groups like the Urban League, The Well CDC and others can happen quickly.  

Developing one or more neighborhood training centers likely takes 3-9 months or more.  

Identifying roadblocks, challenges and barriers and identifying solutions to overcome them could be a 6-
12 month process.  

Locating and implementing other social services and support groups to staff and be present at the 
neighborhood training centers could also take 3-12 months. 

Developing additional industry pathways and implementing them in these training centers could take 6-
12 months. 

Once these action items are implemented, we would expect to begin to expect to see gradual change 
during the first year and accelerated change in years 2-5.  

People Who Will Be Helped 
1. People of color, minorities and women.

2. The City of Akron, its employees and residents.

The outcomes we would expect to see as the City of Akron develops and implements the 
recommendations from Recommendation Set Three above are as follows: 

1. More companies owned by people of color will be started, supported and successful. 

2. More subcontractors, vendors, suppliers, and materialmen will be trained, supported, and apply 

for jobs and to supply services and products to the City of Akron and all Akron area employers. 
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3. More bids will be awarded to people of color and companies that are minority owned and 

controlled.  

4. As a result, these people or color and minority owned/controlled business will hire more people 

of color. 

5. As opportunity increases, awards and made, services and products are delivered and payments 

are processed, income of people of color and minority owned business will increase resulting in 

other ripple effects across our city and economy. 

6. As we succeed in advancing all these initiatives and further bolster our success as a top 10 city 

for minority businesses, people of color and minority owned businesses will look to relocate and/or 

expand here and help us reverse our continued population decline. 

When To Expect Results 

Evaluating best practices, developing, and implementing a policy of social equity in contracting will likely 
take 6-12 months. If a change in the City’s charter is necessary that could take significantly longer.  

Smaller, incremental steps such as modifying incubator programs like the ones at Bounce with some of 
the recommendations noted above should take far less time.  

Changing RFP and contracting requirements, unbundling larger complex tasks and identifying areas 
where the City of Akron can foster advancements and success in equity in contracting could take 4-12 
months. 

Organizing and holding communication events, training programs, and social events shouldn’t take much 
time. 

Developing and implementing minority subcontractor requirements and developing penalties for non-
compliance are not that time intensive.  

Once these action items are implemented, we would expect to begin to expect to see gradual change 
during the first year and accelerated change in years 2-5.  

People Who Will Be Helped 

1. People of color, minorities, and women. 
2. The City of Akron, its employees, and residents 

The outcomes we would expect to see as the City of Akron develops and implements the 
recommendations from Recommendation Set Four above are as follows: 

1. The City of Akron will become a data driven organization making decisions based upon facts and 

known deficits. 

2. City of Akron employees, residents and public citizens will become less skeptical of City 

executives, decisions, investments, priorities, and other items of interest. 

When To Expect Results 
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The hiring of the consultant and performance of the consultant’s work and generating reports for the City 

of Akron’s consideration could take 3-9 months. 

After the implementation of the structure of the platform, data obtainment, analysis and reporting will likely 

take another 3-9 months. 

Once Akron commits to the platform and receives information, results should be forthcoming slowly in 

the 1st year with acceleration in years 2-5. 

People Who Will Be Helped 

1. People of color, minorities, and women. 
2. The City of Akron, its employees, and residents 

II. Conclusion 

While our research and data indicate that much of Akron, particularly its Black population, is excluded 

from meaningful economic opportunity, we conclude that there is no legitimate reason for that exclusion 
to continue. Rather, through the thoughtful commitment to equity-focused leadership, the training, action 

plans, accountability structures and independent review that can allow such initiatives to be extremely 
successful, the City of Akron can make great strides and gains in helping its minority residents identify, 

be prepared for and take advantage of the myriad of economic opportunities that are immediately and 
imminently available. 
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E. Subcommittee on Health 

I. Introduction 

The RESJ Taskforce Public Health Subcommittee has held nine productive meetings. We reviewed and 

evaluated health disparity data and developed recommendations to eliminate structurally racist policies 
and procedures that perpetuate inequalities.  

The Subcommittee is seeking to make an intentional effort to address the root causes of inequities that 

exist in practices, policies and organizational structures of public health and healthcare systems. 
Changes in our public health and healthcare systems are an essential part of racially equitable and 

socially just solutions. For those solutions to be sustainable and advance culturally competent and 
equitable access to comprehensive healthcare services, they must incorporate inclusive partnerships 

and representation.

II. History of Health in the City of Akron 

Akron has a long history of racial inequity, health disparities, racism, violence, and discrimination. Racial 
marginalization remains a frustrating and continuous pattern of life for people of color in the 

Akron/Summit County area. African Americans have carried the burden of a historic collective memory 
in which their voices were silenced, their grievances dismissed, and the past ignored. 

In 1969, Akron created the Ohio Commission on Civil Disorders Report. This report is very similar to the 

work that we are conducting 51 years later. The major focus of this report highlighted racial equity and 
socially unjust problems that Black citizens in Akron were experiencing as it relates to discrimination and 

the consequences of discriminatory practices. “Neither the leadership in public sectors of the city, nor the 
general public, has conveyed to the black’s sufficient statements or actions that would encourage them 

that results will be forthcoming. The failure to show concern about the condition of poverty, deprivation, 
degradation, inequality, and discrimination is the food on which tension and hostility feed. Collective 
violence is the measure of the extent of desperation of people who see no other way to be heard.” (Akron 

Commission on Civil Disorders, 1969, Pg. 38). 

In 2019, the City of Akron created the Akron Youth Violence Prevention Steering Committee. The 
committee released a 73-page report detailing the problem, providing crime statistics and maps showing 

where violence is most prevalent in the City, laying out an implementation plan, and implored the 
community to step forward to help. The plan, which was developed over a span of more than two years, 

focuses on ages 15 to 24 and was devised to fill in gaps in services and create wrap-around services for 
that age group. The committee recommended: 

1. Boosting mentoring programs. 

2. Providing more recreational activities. 

3. Increasing support for incarcerated youth who return to their community. 

4. Improving police-youth relations. 

5. Expanding mental health and substance abuse support and treatment. 

6. Reducing access to guns. 
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7. Promoting community awareness and involvement. 

8. Developing a mechanism to share and monitor data. 

Using statistics from law enforcement covering 2012 to 2016, the committee mapped problem areas in 

the city, finding most of the crime involving youth ages 15 to 24 occurs in west and southeast Akron. 
Those areas also have the highest rates of poverty, infant mortality and housing problems. They set a 
goal to reduce youth violence by at least 20 percent across all categories identified in the report: assault 

(4,844 reports), felonious assault (848), discharging a firearm (273), family violence (5,027), menacing 
(2,287), robbery (2,253), sexual offenses (615), weapons law violations (1,953) and shots fired reports 

(7,360). 

Federal data reports that thousands of people experience youth violence every day. Youth violence 

negatively impacts youth in all communities—urban, suburban, rural, and tribal. 

1. Youth violence is common. 1 in 5 high school students reported being bullied on school property 
in the past year. 

2. Youth violence kills and injures. Homicide is the third leading cause of death for young people 
ages 10-24. Each day, approximately 12 young people are victims of homicide and almost 1,400 
are treated in emergency departments for nonfatal assault-related injuries. 

3. Youth violence is costly. Youth homicides and nonfatal physical assault-related injuries result in 
an estimated $18.2 billion annually in combined medical and lost productivity costs alone 
(Youth.gov, n.d. Retrieved from: https://youth.gov/youth-topics/violence-prevention/federal-
data).

Within the context of a national awakening and movement to address systemic racism, the City has begun 
to address the issues of racial equity and look for ways to express the City’s diversity and inclusion 

practices. Akron recognizes that while there are many promising and evidence-based programs and 
initiatives already in place in our community, there exists a need for better systemic coordination of 

existing and new efforts to maximize limited resources, eliminate redundant efforts, and direct programs 
and initiatives to areas and populations of need. Existing evidence-based efforts should also be 
maintained by focusing on the quality, equity, effectiveness and sustainability of programs and services. 

However, it is hoped that those with responsibility in each problem area will respond to the needs, and 
that the Mayor, his administration, and City Council, will use their power and prestige to encourage, 

support, cooperate with, and press such persons and groups toward action. 

III. Proposal 

1. Recommendation One: Activate Diverse Provider Panels, Cultural Competency Strategies, and 
Grassroots Programming to Meet City Employee and Community Mental and Physical Health 

Needs

In the 3rd quarter the committee focused on identifying data and information needed from both the City, 
the City’s contracted EAP service and community-based providers. Below are the questions and data 

being explored. 

a. Community based provider questions:  
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i. What % of your practice are Akron clients? What % of your practice are African 
American clients? 

ii. Do you currently serve on a health plan provider panel? Yes or No If yes, which 
health plan panel(s) are you aligned with currently? Did you experience any 
difficulty in being paneled? If so, please describe your experience. 

iii. If no, please share you are not aligned with a panel. 

iv. If you desire to be a part of a health plan panel, do you need help preparing to 
compete for a panel opportunity? Where do you think you need the most education 
and support to become paneled? 

b. EAP administrators focus group questions: 

i. Do African American employees have input on the vendor selected to provide EAP 
services for the organization? 

ii. Could we get a copy of your EAP promotional materials? 

iii. Does your EAP vendor currently employ and/or contract with African American 

behavioral health providers? If the answer is yes, 

iv. Do these providers have offices in Akron?  Please confirm their locations.   

v. Do these providers serve clients via telehealth? 

vi. Do these providers specialize in treating certain conditions and populations? 

vii. What mechanism(s) do you employ to obtain feedback on an EAP provider’s 

service? 

viii. Do you currently track if an employee continues a relationship with an EAP 
provider after their maximum EAP visit limit is reached? 

ix. How would a provider connect with the EAP vendor to learn more about contract 

and/or employment opportunities? 

c. Data requested from the City: 

i. How many African American primary care providers are available through their 
health plan provider panel?  Are these providers able to accept new patients? 

ii. How many African American behavioral health providers are available through 
their health plan provider panel? Are these providers able to accept new patients? 

iii. How many African American behavioral health providers do they have available 
with their Employee Assistance Program vendor. 

iv. Total # of city AND county employees? 
v. How often do providers on EAP complete cultural competency surveys? 
vi. How many African American Mental Health and Primary Care Providers are 

currently on the EAP list? 
vii. Retention rates for African American clients who are NOT engaged with African 

American Providers? 
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viii. Retention rates for African American clients who ARE engaged with African 
American Providers? 

ix. Any other information you feel is necessary or supports recommendation. 

d. Focus group feedback: 
i. Tentatively, the dates below will be the two focus groups with providers, the third 

we will set with EAP Admin., bringing the feedback from providers to them. 
1. Wednesday November 3rd @ 10:00-11:30am 
2. Tuesday November 9th @ 2:30-4:00pm 
3. Date TBD 

2. Recommendation Two: Dedicate Resources to Advance Youth Violence 
a. In the 3rd quarter a job description for the Youth Violence Prevention Coordinator was 

created and a recommended salary was established based on similar job positions and 
duties. Please see job description and salary recommendation below. 

City of Akron Youth Violence Prevention Coordinator Job Description 

Overview 

The City seeks a professional with a passion for violence reduction and community-based intervention 
work. This unique opportunity will give the successful candidate a chance to positively change 
neighborhoods and individuals for the better. 

The Community 

Since the start of the COVID-19 pandemic, cities across the country have experienced an alarming 
increase in violent crime, especially homicides. Nationally, homicides have risen nearly 60% in large 
cities from the first quarter of 2019 to the first quarter of 2021. Unfortunately, Akron has not escaped this 
crime wave. Homicides and aggravated assaults have increased year to date compared to 2019. 

The City of Akron is committed to addressing the increase in violent crime and remaining a safe and 
welcoming city for all residents. In 2019 Mayor Horrigan released the Youth Violence Strategic Plan which 
was developed by a group comprised of key community members and partners to review the existing 
actions and plans related to addressing violent crimes and develop immediate and long-term 
recommendations. The Coordinator will have the unique opportunity to shape the strategy and 
implementation tactics of the Youth Violence Strategic Plan in collaboration with senior City leadership 
and advisory board members. 

The Position & Ideal Candidate 

The Youth Violence Prevention Coordinator is a Cabinet level position within the City of Akron. They will 
serve as the City’s staff resource for violence reduction and community-based intervention and 
coordinate a comprehensive effort to address violence. The Coordinator will work with non-profit violence 
reduction programs and use the latest research and best practices with an intentional focus on reduction, 
prevention and intervention services to impacted populations. The ideal candidate will be entrepreneurial, 
a trust builder, collaborator, effective communicator, and detail-oriented with strong follow through. The 
position requires a candidate with community credibility, political tact, cultural competency and 
professional integrity. 
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Top Priorities for Coordinator Include 

 Implement the City’s Youth Violence Prevention Strategic Plan (YVP)  
 Facilitate a violence analysis to determine the neighborhoods and individuals most afflicted by 

violence 

 Coordination of City departments, partners, and community-based organizations to execute the 
strategic framework for violence reduction 

 The selected candidate will enjoy a healthy professional environment that is open to new ideas 
and experimentation of methods to achieve results. This position offers substantial opportunities 
to make an impact with a high level of visibility and access. 

Examples of Essential Duties 

 Coordinates major citywide programs or projects related to violence reduction, prevention, and 
intervention; coordinates strategic planning efforts; conducts complex studies, surveys, and focus 
groups; collects information of difficult operational and administrative problems; compiles and 
analyzes information, develops and evaluates options, prepares and presents recommendations 
for review by the Mayor. 

 Manages grant awards from initial application to completion; works with key stakeholders to 
develop grant strategy, identify grant opportunities, implement specific grant awards, tracks 
milestones and grant funds, reports on program/project progress, and streamline future 
proposals. 

 Coordinates activities and communications of the Mayor’s Office of Violence Reduction with City 
departments, including, but not limited to, the Akron Police Department, and with outside 
agencies; meets with citizen groups, represents the City in the community, at meetings, and at 
conferences. 

 Supervises the Community Health Worker Liaison whose role includes on-the-ground interaction 
with community members impacted by youth violence. 

Experience 

Minimum Qualifications 

Three years of professional level (a) nonprofit, (b) public health, or (c) administrative and analytical 
experience in municipal government. This experience must include two years of professional-level 
experience in one or more of the following: budget, strategic planning, policy analysis, organizational 
development, program design, implementation and evaluation, or personnel management. 

Education 

Preferred: Graduation from an accredited four-year college or university. 

Substitution 

A post-graduate degree may substitute for one year of the required professional level governmental 
administrative and analytical experience. 

Compensation And Benefits 
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Starting salary will be dependent upon experience. The City offers a competitive benefits package that 
includes generous consideration for health insurance, retirement, paid time off, and more. 

[Salary Range:  $45,000 - $70,000 DOE] 

3. Recommendation Three: Activate A Community Engagement & Health Awareness Resource 
a. There is still a strong recommendation for a Community Health Worker (CHW) /City 

Community Liaison/Ambassador to support the Youth Violence Prevention Coordinator 
position. Once the Coordinator position is solidified the committee recommends revisiting 
the position description for the CHW to ensure success and sustainability of the Youth 
Violence Prevention Plan. 

4. Recommendation Four: Execute A City of Akron Diversity Scorecard & Assessment 
Strategy

a. It was decided that the Health Care Subcommittee’s Scorecard will function as an 
example for the rest of the Subcommittees. The Health Care Subcommittee will not 
be responsible for drafting a Scorecard for the other five Subcommittees. This will be 
a task for the Taskforce Executive Committee, or it will be recommended that the City 
follows the Health Care Subcommittee’s Scorecard as an example.  

b. Attached in the Appendix is the example set forth by the committee to measure the 
recommendations that were brought forth. 

IV. Data & Community Engagement 

Greater Cleveland Partnership D & I Assessment and Results: 
https://link.zixcentral.com/u/9a5592fc/zF5joFu-
6xGKHlR_UabuwQ?u=https%3A%2F%2Fwww.gcpartnership.com%2FInitiatives%2FEquityandIncl
usion%2FWorkforceDiversityEquityInclusion%2FDandIOrganizationAssessment 

Diversity Scorecard: https://link.zixcentral.com/u/2366894c/usVjoFu-
6xGKHlR_UabuwQ?u=https%3A%2F%2Fwww.chicagobusiness.com%2Fequity%2Fcity-treasurer-
keeping-score 

Equity Scorecards: https://link.zixcentral.com/u/1622c225/nCRkoFu-
6xGKHlR_UabuwQ?u=https%3A%2F%2Fcreate.umn.edu%2Fwp-
content%2Fuploads%2F2020%2F02%2FEquity-Scorecards.pdf 

PolicyLink- Maximizing Results Scorecard: https://www.policylink.org/node/39431 

National League of Cities: Repository of City Racial Equity Policies and Decisions: 
https://www.nlc.org/resource/repository-of-city-racial-equity-policies-and-decisions/ 

Montgomery County, MD-  Racial Equity in Government Decision-Making: Lessons from the Field: 
https://www.montgomerycountymd.gov/OLO/Resources/Files/2018%20Reports/OLOReport2018_8.
pdf
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V. Impact 

The final recommendations of the Health Care and Public Health Subcommittee were created to combat 
systemic racism in health care. While the focus is on eliminating racism for Black and Brown community 

members, it is likely that all community members will see a positive outcome as it relates to health care. 

VI. Conclusion 

The Health Care and Public Health Subcommittee shows there is an intentional effort by the City to 

address the root causes of inequities that exist in practices, policies and organizational structures of 
public health and healthcare systems. It also means that changes in our public health and healthcare 
systems are an essential part of racially equitable and socially just solutions. For those solutions to be 

sustainable and advance culturally competent and equitable access to comprehensive healthcare 
services, they must incorporate inclusive partnerships and representation.   
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F. Subcommittee on Housing 

I. Introduction 

The Housing Subcommittee focused on three areas for the city to strategically address and target in 

housing policy:   

1. Address the historic and continued disinvestment in minority communities.  People of color in 
Akron live primarily in segregated areas with high poverty rates and inferior amenities.  Maps 

have been provided (see Attachment A) that highlight communities of disinvestment which largely 
mirror areas that have a history of redlining.   

2. Integrate areas where people of color have traditionally experienced exclusion. It has been 

common for Black residents to experience exclusionary practices that are masked by legitimate 
but unsubstantiated hyperbole.  This practice is commonly labeled the “not-in-my-backyard” 

(NIMBY) attitude, and commonly involves non-land use issue or tenuous land use argument 
concerns such as increased traffic, crowding of schools and crime.   

3. Reduce the wealth gap.  Housing policies and programs that expanded homeownership for White 

people but intentionally excluded Black people.  These policies and programs deprived Black 
people of the financial equity that lies at the root of the current ten-to-one disparity in household 
wealth.

II. History of Housing in the City of Akron 

1. The continuing impact of historical discriminatory policies can still be seen in Akron, Ohio, today. 
Akron was not immune from federal policies and private practices that encouraged or required 

residential segregation, to the detriment of Black residents. These included: 

a. Nationally, federal public housing authorities imposed segregation, providing White 
residents with more and better-quality housing projects; (1939) 

b. Federal authorities mapped the racial composition of Akron neighborhoods and provided 

guidance to builders and lenders that the presence of Black residents in a neighborhood 
indicated a poor risk for investment (redlining); (1930s) 

c. Federal mortgage underwriting policies and appraisal practices encouraged private 

discriminatory practices such as racially restrictive covenants; half of Summit County’s 
registered land deeds were estimated to contain such covenants; (1930s-1940s) 

d. Black homebuyers have often been forced to rely on exploitive land contract 

arrangements; (1950s-1960s) 

e. Due to the Federal Home Loan Act, White residents in cities were encouraged by federal 
policies to move to outlying areas and surrounding communities that adopted zoning 

restrictions discouraging the development of entry-level housing; (1940s-1950s) 

f. The construction of the Innerbelt demolished a primarily Black neighborhood and 
displaced many Black residents. (1960s) 
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According to Access Control System (ACS) data there are many neighborhoods in Akron that 
have both a high minority concentration and high poverty rate (U.S. Census Bureau). An example 
of the interstate highway segregating a neighborhood in Akron is the Summit Lake neighborhood. 
Before the building of the highway Summit Lake was a thriving neighborhood that had fairs, an 
amusement park, and attracted many people to the area. However, once the highway was built 
the neighborhood became segregated and is now one of the most highly minority and poverty 
concentrated neighborhoods (U.S. Census  
Bureau).   

A brief examination of census data makes the disparities through our community clear (see 
Attachment B) The City of Akron has a 24.1% minority population, 50.1% owner occupancy, and 
23.5% poverty rate.  Of the 24 Akron neighborhoods, 10 neighborhoods have less than a 40% 
homeownership4 rate (U.S. Census Bureau).   Of those 10 neighborhoods with low 
homeownership rates, seven of them have a population that is majority minority5, and eight of 
them have more than 1/3 of the population in poverty6.   When looking just at poverty and race, 
all nine Akron neighborhoods that have more than 50% minority population have more than one 
quarter of the residents living in poverty.    

When evaluating on a census tract level, the effects of policies become even clearer.  There are 
22 census tracts that have a homeownership rate lower than the city-wide rate of 40 percent.  All 
22 of those census tracts have a minority concentration higher than the city average minority 
population and all tracts have a poverty rate greater than the city.  The Federal Home Loan Bank 
Board rated 21 of 22 of these census tracts as declining or hazardous.  Tract 5062 was the only 
tract rated desirable on the historical redlining maps (see Attachment C). 

III. Proposal 

1. Strategy One: Invest Neighborhoods That Have Experienced a History of Disinvestment and 
Inequity 

a. Possible Remedial Action Item:  Prioritize and fund housing improvements in communities 

with higher concentrations of poverty. 

i. Incentivize local, neighborhood, minority, or Akron based contractors to repair 
existing vacant homes. In many neighborhoods suffering from decades of 
disinvestment, a construction cost gap (the difference between current market 
values and the cost to build or rehab new or existing homes) exists. “Gap Grants” 
are one way the city can help developers or contractors overcome this barrier. The 
Development Finance Authority of Summit County has an affordable housing trust 
fund and Minority Contractor Access Program that could be avenues for something 
like this. It can be assumed that homes in the previously redlined neighborhoods 
are more dilapidated and in areas of disinvestment a housing conditions 
assessment would provide a more accurate picture of the areas where homes 

4 North Hill, Chapel Hill, West Hill, Cascade Valley, Sherbondy Hill, Downtown, University of Akron, Middlebury, Summit 
Lake, and South Akron.  

5 North Hill, Cascade Valley, Sherbondy Hill, Downtown, Middlebury, Summit Lake, and South Akron.  

6 West Hill, Cascade Valley, Sherbondy Hill, Downtown, University of Akron, Middlebury, Summit Lake, and South Akron.  
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need significant repairs. The City should focus on previously redlined 
neighborhoods and perform a city-wide housing condition assessment as stated in 
Planning to Grow Akron 2.0 (see Attachment D).  

The City of Akron tax abatement helps for larger rehabilitation efforts and additions 
to homes, but only for those with the financial resources to invest in their 
home/property. Many of the community’s poor and working class residents do not 
have the resources to maintain their properties. Existing programs such as the lead 
abatement programs through Akron and Summit County exist, but some homes in 
need of lead abatement services do not qualify (qualification is based on occupant 
or homeowner income).  
The City should identify a network of contractors who perform general 
maintenance and upkeep at a reasonable cost, preferably Black owned 
businesses. The City should also provide homebuyers and homeowners with 
information and education about how to care for a home, how to find reasonably 
priced contractors, and how to make upgrades. The City should arrange with local 
training schools to contract for free or reduced labor from newly certified plumbers, 
electricians and HVAC students.  

The City should provide grants to also pay for certification to increase number of 
lead certified contractors of Color. We have contractors who are being blocked out 
of the lending options, and subsequently, they can’t get capital to do projects or 
trainings. We need capacity building options for minority contractors. Huntington 
Bank provides training modules to prepare for contractors to be successful in 
business.  Organizations, such as the Akron Urban League/Minority Business 
Assistance Center can provide capacity training for contractors to support them in 
their business development.  

The City should collaborate with state and federal authorities, as well as private 
partners, to ensure that homeowners and landlords have access to affordable 
loans and programs to pay for maintenance and rehabilitation for the community’s 
aging housing stock. Banks should be recruited to provide loans specifically 
tailored to those in need of these resources. Longer-term loans, lower payments 
each month, and lower interest rates are all necessary loan products to support 
Low-to-Moderate-Income (LMI) homeowners in need of capital improvements. 

b. Possible Remedial Action Item: Prioritize blight removal in areas identified as “orange” or 
“yellow” markets in the City Market Value Analysis. 

i. In economically distressed areas, there are often many issues that contribute to 
depressed home values – decline in home values in a neighborhood is not solely 

correlated to the number of houses that need improvements. It is important to 
make sure vacant lots are cared for, not overgrown, or littered, and to invest in 
road paving, sidewalks, tree canopy, and public spaces.  Targeting grant funds for 

specific types of improvements, i.e. roofing, siding, paint, exterior upgrades, can 
create momentum for more private investment. This would also help for 

commercial storefront improvements for grocery stores, small business/retail, 
restaurants, etc.  The City should dedicate a larger percentage of its CDBG/federal 
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funding to areas identified as “orange” or “yellow” markets in the City Market Value 
Analysis. 

In addition to the use of 311, the City should develop an online tool for easy 
reporting of vacant structures. The tool should ask for pictures of potentially 
dangerous structures, and reports should be reviewed by the City’s Department of 

Neighborhood Assistance and the Summit County Land Bank at least quarterly so 
that the two can discuss possible solutions. The City should also look into bringing 

back contracting with CDC’s to do the maintenance and cleanup of vacant lots.  
The City should also give better support to the Department of Neighborhood 

Assistance so that the Department can enforce code violations from private 
Section 8 housing.  

c. Possible Remedial Action Item: Preserve existing affordable housing. 

i. Increase in property values historically leads to displacement for many African 
Americans.  The City should explore tax incentives, such as abatement, that are 
tied to use restrictions which maintain affordable rents and discourage 
displacement of existing tenants.  Low Income Housing Tax Credits (LIHTC) and 
HOME rents can be used as a template for the type of rent restrictions that could 
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apply to other programs. Planning to Grow Akron 2.0 works with non-profit and for-
profit developers to increase the supply of affordable private market rental 
properties to meet demands of a diverse population and provide greater protection 
and support to tenants. This initiative should be expanded to all impacted areas. 

The following policy interventions should be undertaken simultaneously as the City 
works to improve the quality of housing stock in targeted neighborhoods: 

1. Legislate rent- and property tax-controls that is scheduled to very gradually 
increase over time (instead of all at once);  

2. Require that City contribution of local or federal funds be tied to rent 
restrictions that maintain affordability;  

3. Exempt low-income, long-time homeowners from increases in their 
property taxes.  

In many cases, urban neighborhood revitalization can end up pushing out the 
people who previously lived in those neighborhoods. The intended result of the 
interventions listed above is to prevent gentrification-related displacement.   

d. Possible Remedial Action Item: Provide funding for mixed-finance housing developments. 

i. The City of Akron has an aging housing stock that could benefit from the 
reinvestment of equity into the properties.  Multifamily affordable housing 
developments are in need of substantial capital investments.  For example, AMHA 
public housing stock will need an investment of $300M over the next 10 years for 
capital repairs.  Low income housing tax credits are available at the state level and 
the City of Akron receives less than its proportionate share of LIHTC 
investments.  Housing developers prioritize the availability of tax credits in larger 
cities. Very few have used them in Akron to rehabilitate aging stock, but this can 
and should change. 

In order to attract private development and equity investment in existing affordable 
housing stock, the City should commit $1M in City investment per tax credit 
allocation in order to fill the funding gap and draw new developers to Akron.  In 
fact, the City has done this with other developments, but could leverage already 
existing Community Development Block Grant (CDBG) funds to make a better 
impact by creating a program that automatically awards gap financing upon receipt 
of LIHTCs for rehabilitation and renovation of existing affordable housing.  Another 
way that the City can provide funding for mixed-finance housing developments is 
to participate in Summit County’s Affordable Housing Trust Fund.  The Housing 
Trust Fund could provide gap financing to developers to facilitate new home 
construction or grants and loans to support housing rehabilitation.   

e. Possible Remedial Action Item: Consistently use the Landlord Registry in a meaningful 
way. 

i. The City of Akron should collaborate with Summit County to share landlord registry 
information, because each currently maintains their own.  The list of registered 
properties should be publicly available.  
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There are three ways in which the landlord registry could be made more effective.  
1. First, incentivize landlords to register all properties by providing free 

training and resources on housing topics such as resources for repairs, 
tenant/landlord rights, inspection requirements, fair housing laws, 
etc. Make registration a contingency of receiving these resources. 

2. Second, housing inspections should be required on an annual or biennial 
basis for those properties that do not already have an inspection 
requirement in place (i.e. LIHTC, HOME, AMHA, etc.) Inspections provide 
the ability to maintain a healthy housing stock in our community. Landlords 
are made aware of repair needs, tenants have support from local 
government authority for a healthy living environment and the community 
housing stock is healthier overall.  

3. Third, landlord registry should be enforced. 

2. Strategy Two: Provide Opportunities For People of Color to Live in More Integrated Communities 

a. Possible Remedial Action Item: Promote housing mobility 
i. Housing mobility is a strategy to help low-income families use housing choice 

vouchers to move from low-opportunity neighborhoods to neighborhoods that have 
more resources.  Many poor, minority families are segregated in neighborhoods 
that are underserved and impoverished.  Moving out of these areas with higher 
concentrations of poverty has tremendous potential to help families gain access to 
higher quality education, employment, healthy foods and greater social 
connections. Mobility programs can also diminish the effects of decades of 
discriminatory housing policy that have limited housing opportunities and 
contributed to segregation of people of color and higher minority concentration 
groups in high-poverty, low opportunity neighborhoods. 

To help voucher holders expand their search, the City of Akron partner with the 
Summit County Continuum of Care (SCCOC) and the Akron Metropolitan Housing 
Authority (AMHA) to expand upon the Housing Counselors that are being hired 
through the SCCOC to include one-on-one guidance to help voucher holders 
search for and secure housing in areas with quality schools, good public services 
and other resources that help to support positive economic outcomes.  The 
program could also market and recruit property owners and agents in areas of 
higher opportunity.  The City of Akron should provide funding for the education of 
the benefits/importance of high opportunity areas to tenants and landlords.   

Remedial Action Item Completed:  SOI legislation passed by the City of Akron in 
May 2021.  The City of Akron needs to establish effective enforcement of it. 

b. Possible Remedial Action Item:  Develop a city-wide comprehensive plan through a 
participatory planning process and reforms zoning code and policies that emphasis 
inclusionary practices. 

i. It has been over 100 years since the last comprehensive plan was completed for 
the City of Akron in 1919.  Although the city has created various plans that are 
similar to a comprehensive plan, such as various neighborhood plans, there is no 
plan that fully establishes a framework to guide public and private decisions about 
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future growth, preservation and direction for the development of the City.  The 
closest report that has been completed recently has been Planning to Grow Akron 
and Planning to Grow Akron 2.0.  Since the last comprehensive plan was done 
way before any of the national housing policies, this may have been one of the 
many reasons why certain neighborhoods especially those that were once redlined 
have continued to have inherent disparities that they have had in perpetuating 
racial segregation, economic exclusion and the disparity of outcomes for multiple 
generation.   

Sub-Action Item – Reform Zoning Codes and Policies that Emphasis Inclusionary 
Practices 
A comprehensive plan expresses a community’s values and preferences.  It 
provides the city with a blueprint for future land use and serves as the basis for 
zoning, subdivision and land use code.  It serves as the foundation for 
development decisions, laws, regulations and policies and reflects a community’s 
desired future.   

The City of Akron needs to look at reforming the City’s zoning code through an 
equitable lens to ensure that it is promoting inclusive zoning versus old previous 
exclusionary zoning practices. Over 50% of the City of Akron is zoned for single-
family only.  The city should consider eliminating single family only zoning.  We do 
not recommend that the City eliminate single family zoning in its entirety, but that 
zoning codes allow for more flexibility for duplexes, triplexes and fourplexes to be 
built on single family lots.   

The City should also revise their zoning code to include mandatory inclusionary 
zoning.  If not adopted for the entire city, it should be adopted in certain 
neighborhoods especially in areas of high opportunity.  Inclusionary zoning is a 
policy approach to affordable housing development that requires developers to 
allocate a percentage of the total units as affordable housing for a fixed/permanent 
period of time. This is an effective way to encourage the private sector to contribute 
to affordable housing production and add affordable units to market rate 
development in high opportunity areas. 

c. Possible Remedial Action Item: Yes In My Back Yard (YIMBY) Campaign. 
i. One of the most common terms you hear when it comes to discussions around 

affordable housing is the Not In My Back Yard (NIMBY).  There are many 
misconceptions that many fear when they hear that affordable housing is going to 
be built next to one’s property.  The City should start campaign cross cutting 
initiative with the Communications committee to promote Yes In My Back Yard 
(YIMBY).  The campaign should show the need to welcome all of our neighbors 
into our community including those of varied income levels, backgrounds, and 
cultures.  Resources need to be compiled, publicized and easily accessible to 
residents. Housing resource centers through neighborhood CLC, CDC, etc. 

3. Strategy Three: Promote Homeownership Opportunities to Decrease the Wealth Gap.  

a. Possible Remedial Action Item: Provide more resources and funding to Homebuyer 
Education (HBE) classes. 
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i. Several organizations provide new homebuyer education and housing counseling 
services throughout Greater Akron. Many of these programs are underfunded and 
as a result underutilized. Those that do complete the HBE process are more 
successful in obtaining and maintaining housing. However, of the 3-5 organizations 
that are HUD certified to provide housing counseling and new homebuyer 
education services, there approximately 10 full time counselors providing this 
service to all of Summit County.  FHCS (1 FTE), EANDC (3), Mustard Seed (4), 
Sharon Butler McCray (2)  

These agencies need to have more trained employees to build capacity and 
develop minority representation and minority leaderships. Counseling that is taking 
place is labor intensive, detailed and may be ongoing. Some clients have higher 
needs and stretch the resources of housing counselors.  

To support this invaluable resource for the community, the City of Akron should 
provide additional funding and/or ask lending partners and foundations, to increase 
necessary financial support to housing counseling agencies. This financial support 
can lend itself to capacity building of existing organizations. Increase in 
organization capacity including additional counselors, development of dedicated 
outreach to target populations, and increased coordination amongst housing 
partners will develop a more robust homeowner population throughout the Greater 
Akron area. 

b. Possible Remedial Action Item: Provide incentives to purchase in communities where 
historical redlining barriers existed. 

i. The City of Akron should target funds toward further development and expansion 
of Homebuyer Education (“HBE”) programs and homeowner safety net assistance 
programs with a special focus on areas of historical redlining and/or current high 
Low to Moderate Income (“LMI”) populations. Targeting of these resources toward 
existing LMI census tracts would impact these historically redlined communities, 
particularly communities of color that experience ongoing impacts from historical 
discrimination and disinvestment.  

Resources for this strategy should create a pathway to homeownership in the 
targeted areas which have continued impact from redlining.  This could help to 
repair the economic damage that those communities sustained.  A broad citywide 
program will not meet this goal and will just dilute the much needed resources to 
create wealth and equity in minority communities.  The city has selected some 
communities to target with its planning to grow 2.0, but we suggest that 
homeownership initiative in the future consider past redlining practices and use the 
communities we have identified as priority areas for homeownership programs and 
purchase assistance in those communities.    

IV. Data & Community Engagement 

1. Strategy One: Invest in Neighborhoods That Have Experienced A History of Disinvestment and 
Inequity. 

“Gap Grants” are one way the city can help developers or contractors overcome this barrier. The 

city of Cleveland and the Cuyahoga County Land Bank have awarded grants similar to those we 
recommend. Additionally, a similar proposal is pending the United States House of 
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Representatives. the Neighborhood Homes Investment Act (HR 2143) would establish “a new 
business-related [federal] tax credit to finance home building and rehabilitation in neighborhoods 

that meet certain eligibility criteria relating to poverty rates, income, and home values,” and has 
been co-sponsored by 58 Members of Congress, including six sitting Congressmen and 

Congresswomen from Ohio, both Democratic and Republican.   

Home HeadQuarters, a non-profit housing and community development organization and certified 
Community Development Financial Institution (CDFI) serves Syracuse and upstate New York, 

and is similar in function to Akron’s Western Reserve Community Fund. Home HeadQuarters 
provides programs based on income for low interest rates or housing grants.   The City of 

Minneapolis has a similar program.   

Many cities across the country provide incentives for developers to rehabilitate aging housing 
stock or build new LIHTC developments.  Houston, Oklahoma City and Columbus have firm 

commitment for the city to contribute gap financing if a developer applies for and receives tax 
credits for a development. The City of Columbus, in coordination with Franklin County, corporate 

partners, and the Columbus Foundation, announced their Housing Action Fund in June 2019.   

Business and non‐profit investors contribute millions to the fund, and it has thus far loaned more 
than $22 million to projects to construct or rehab more than 1,000 units of affordable housing in 
Franklin County.  

As this assessment is performed, the City should collaborate with the affected communities by 
hosting listening sessions where Housing-specific City employees can listen to neighborhood 
residents explain their concerns about existing housing conditions, as well as the characteristics 

of their neighborhoods which they enjoy and would like to preserve.  

Additional data which the City should take into consideration as this policy is implemented could 
include the number of permits pulled for rehab and new construction, the number of inspections 

annually completed by City inspectors each year, number of housing code violations, number of 
vacant homes and the number of low-income housing tax credits that are awarded in the City of 

Akron. 

2. Strategy Two: Provide Opportunities for People of Color To Live in More Integrated Communities. 

An article from Cityscape: A Journal of Policy Development and Research written by Victoria 
Basolo of the University of California examines mobility outcomes in the Housing Choice Voucher 

Program (HCV) and includes studies on neighborhood poverty, employment, and public school 
quality.  The article focuses on the Gautreaux program initiated in 2002, with race and income as 

explicit considerations for neighborhoods receiving participants.  The study was a result of a class 
action lawsuit, Gautreaux v. Chicago Housing Authority, in which the plaintiffs charged racial 

discrimination by the Chicago Housing Authority.  Findings from the study show that moves, on 
average, resulted in lower neighborhood poverty rates and that movers reported better residential 
conditions after moving.   Research reveals that Gautreaux parents noted the high standards of 

their children’s suburban schools and had a positive view of the schools’ academic quality.  Also, 
the children of suburban movers had a lower high school dropout rate and higher college-

attendance rate than children of those who did not move.  More recent programs, the Baltimore 
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Housing Mobility Program and Dallas Inclusive Communities Projects, have shown the same 
results noted in the Gautreaux program.   

Housing Mobility Programs in several cities show that 41% of the 5.3 million benefitting from HCVs 
are children. The study also shows a 31% increase in annual income and higher future earnings 
potential for children under 13 years of age who move to less poor neighborhoods.  

Neighborhoods with more social capital and civic engagement, stronger family structures, less 
racial and economic segregation, less income inequality and higher quality of schools tend to 

produce better outcomes.  Housing Mobility Programs are also associated with improved health 
conditions for families that have access to community resources such as higher quality buildings 

with outdoor spaces and environments more conducive to exercise.  Areas of concentrated 
disadvantage may lead to an increased risk of overall poor health, premature mortality, heart 
disease, obesity, serious mental illness and suicide. 

The City can collaborate with the communities affected by the proposal through working with the 
local Housing Authority on drafting policies/procedures within the limitations of federal guidelines 
to promote voucher usage in geographical areas with lower neighborhood poverty rates.  This 

can be done through community engagement with property owners and real estate agencies that 
are not currently renting to voucher holders.  The City can also work with other housing 

organizations/agencies to increase acceptance of voucher holders.   

The City of Akron should set aside funds and partner with local housing agencies to develop a 
Housing Mobility program similar to what was developed in other cities, such as the Baltimore 

Regional Housing Partnership (BRHP), Chicago’s Housing Choice Partners (HCP) and Dallas’ 
Inclusive Communities Project (ICP).  Housing Mobility Programs with a counseling component 

have shown to be the most impactful for positive long-term outcomes.  Counseling focused on life 
skills like goal-setting, banking and budgeting, landlord-tenant relations, home maintenance and 
credit education has resulted in many successful mobility programs. 

Cities across the United States have revised local zoning codes as a means to reduce disparities 
of access between residents of different races. Many cities (i.e. Minneapolis, Durham, Charlotte 
and Seattle) have recognized that zoning codes have played a prominent role in perpetuating 

racial segregation, economic exclusion and the disparity of outcomes for multiple generations.   

To ensure that a comprehensive plan articulates these values, it is essential that this process be 
one that engages the community through a participatory planning process.  Participatory planning 

is done at the neighborhood level and combines local knowledge with expert knowledge of the 
best practices of planning and designing a neighborhood. A lack of participatory planning can 

alienate community members and deteriorate a sense of community. It is important to note that 
true diversity is not created simply by increasing the number of individuals from underrepresented 

populations in an organization, but by empowering those individuals to reach their full potential. 
Recently the City of Akron has started to use the participatory planning process in developing 

some of their neighborhood plans like the Summit Lake Land Use Plan and the Merriman Valley 
Master Plan.  The City should continue to use these practices for developing the comprehensive 
plan.   

The City should also look into the Equitable Development Rubric that was developed by a group 
of community organizations in Cincinnati called Communities Act Now (CAN).  The rubric is an 
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evaluation tool and policy framework made to ensure that public development incentives and 
subsidies are granted to those that help advance equity 

(http://peasleecenter.org/programs/community-organizing/rubric/). 

Cities like Houston have created a citywide YIMBY campaign to educate and promote the benefits 
of affordable housing. 

If President Biden’s Build Back Better and American Jobs Plan legislation passes there will be 

additional funding that cities receive to address things like funding for building more affordable 
housing as well as incentives provided for the removal of exclusionary zoning and harmful land 

use policies. 

3. Strategy Three: Promote Homeownership Opportunities To Decrease The Wealth Gap. 

Housing counseling services help increase long-term homeownership, but Summit County only 
has 10 full-time housing counselors.  Increasing these services, especially in minority-majority 

areas, would benefit our communities in the long-term.  (The minority-majority census tracts are 
5011.00, 5018.00, 5021.02, 5025.00, 5031.00, 5054.00, 5061.00, 5064.00, 5064.00, 5065.00, 

5066.00, 5075.00, 5075.00, 5076.00, 5076.00, 5076.00, 5076.00, 5076.00, 5076.00, 5083.99, 
5105.00, and 5301.01. (See attachment C). Data on the attendees of housing counseling 

sessions – including the usefulness for the attendees, their demographic information, how they 
found out about the counseling services, whether they would recommend the services to 

someone else, and their long-term homeownership retention – would help uncover any gaps in 
the communities served by housing counselors.   

The organizations currently providing housing counseling services are in the best position to 

expand their programs to meet demand. Each of these programs require additional capital to pay 
staff that already provide housing counseling services, both for first time homebuyers as well as 
existing homeowners. These services are being utilized but go largely unfunded. Expanded 

funding to existing housing counseling programs will ensure historically Black-led community 
organizations continue to thrive in the communities they serve. Increased marketing within 

communities of Color will promote awareness and utilization of these programs and ensure that 
housing counseling programs are supportive of Black homeownership and wealth building.  

Community Land Trusts provide a creative, affordable way for residents to obtain ownership in 

real estate, while promoting ownership long term as well. A Community Land Trust (CLT) is a type 
of shared equity home ownership program, which provides affordable homeownership 

opportunities to lower-income households. Shared equity homeownership programs sell homes 
at below market rate prices to low- and moderate-income households. In exchange for the 
discounts, they agree to sell the homes below market rate in the future so that the homes stay 

affordable for subsequent income qualified buyers. Therefore, the homes remain permanently 
affordable, helping family after family access homeownership.  An example of a CLT is in Grand 

Haven, MI -
https://grandhaven.s3.amazonaws.com/pdf_documents/housing_grant_information/robinsonlan

ding01.pdf. This is the type of program that could be used for projects such as Blinn Street RFP 
(No. 2021001) 

https://www.akronohio.gov/cms/resource_library/files/d7c058ceb03568a4/7__blinn_street_rfp.p
df 
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Real Estate Investment Trusts/Community Investment Trusts/Community Investment Funds 
provide another opportunity for Akron residents to use real estate to generate wealth. Numerous 

examples exist (NICO in Echo Park, Los Angeles https://mynico.com/how-it-works/; Mercy Corps 
in Portland, OR http://investcit.com/; Fund for our Economic Future in Clark-Fulton Neighborhood 

in Cleveland https://www.clarkfultoninvestmentfund.com/). The idea is to shift the paradigm – if 
investment is not happening in communities where concentrated, generational poverty exists, 

then let's bring the residents of those communities into the neighborhoods where that investment 
is occurring and provide them an affordable opportunity to participate. Admittedly, this likely not 
something the City could directly sponsor, but it could take a leading, active role in working with 

non-profits to spearhead an initiative like this.  

Finally, the City can help people retain homeownership and increase property values by assisting 
people with emergency capital needs.  If one does not already exist, a survey on the specific 

needs of homeowners would help focus any repair program.  Specifically, information on how 
many properties need specific repairs (new roof, new furnace, paint, etc.) would be very useful.  

211 should have this information. 

V. Impact 

1. Strategy One: Invest in Neighborhoods That Have Experienced A History of Disinvestment and 
Inequity. 

LMI Homeowners living in communities with higher concentrations of poverty would benefit from 

additional resources toward grants and loan products dedicated to home maintenance programs 
in the City of Akron.  Minority/Black-owned businesses and contractors who perform general 

maintenance will also benefit from the added business opportunities they may receive.  
Neighborhoods which have had a long history of disinvestment will benefit from the housing 

improvements that will be able to be made within those neighborhoods.  There will be an increase 
of affordable housing options available to low- and moderate-income (LMI) families.  The City’s 

overall housing stock would be improved.   

The unintended consequences (or, inadvertent benefits) are that these improvements and grants 
will likely to benefit the City as a whole, including Akron residents who are not People of Color.  

Another unintended consequence that might occur if the City chooses to more intensively and 
strategically invest in neighborhoods which have been historically left behind is gentrification-
induced displacement. This can be prevented if the right policies are put in place to protect those 

who currently live in these neighborhoods.    

As referenced in our Data & Community Engagement section above, the City establish baseline 
data ahead of setting specific goals for improvement. These data should include the number of 

permits pulled for rehab and new construction, the number of inspections annually completed by 
City inspectors each year, number of housing code violations, number of vacant homes and the 

number of low income housing tax credits that are awarded in the City of Akron. We recommend 
the Executive Committee retrieve these data ahead of making final recommendations to the 

Mayor and City Council. 

Utilizing these baseline data points prior to implementation will provide specific elements of 
evaluation to identify relevant outcomes based on geography and demographics of households 

impacted by these programs. 
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2. Strategy Two: Provide Opportunities for People of Color To Live in More Integrated Communities. 

Black voucher holders wishing to relocate to high opportunity areas are the focus of this proposal.  

For many years, there has been a higher concentration of Black Housing Choice Vouchers 
holders living in the 44320, 44306, 44307, 44313, 44314 and 44312 zip codes.  Data can be 
collected from the local housing authority showing the percentage of Black voucher holders in 

those zip codes versus the number of Black voucher holders in areas of opportunity including 
44303, 44319, 44333, 44321 and 44223 zip codes.  Data collected in 2021 can be compared to 

data collected each year for the next five years.  

Impact can also be measured by the success of families that move to high opportunity areas.  
Data can also show the number of voucher holders with employed family members that relocate 

to high opportunity areas compared to the voucher holders that remain in areas with lower 
neighborhood poverty rates. 

3. Strategy Three: Promote Homeownership Opportunities To Decrease The Wealth Gap. 

Individuals, organizations, and the housing market within the City of Akron will be impacted by 

this proposal. Individuals who are preparing to enter into homeownership will gain the knowledge 
skills and assets to successfully enter into homeownership.  LMI Homeowners would benefit from 

additional resources toward grants and loan products dedicated to home maintenance programs 
in the City of Akron. Housing counseling organizations will be able to expand their services to 

meet the needs of individuals in need of their services. Through additional financial support, the 
organizations that are already providing this pivotal service will ensure their housing counseling 
programs are fully funded and operational to meet demand. The City of Akron housing market will 

be impacted with an informed and equipped population of first-time homeowners, armed with 
knowledge and resources to become successful homeowners and improved housing conditions 

and neighborhoods. The housing market will flourish with local individuals prepared to purchase 
and revitalize communities, potentially increasing the cost of living in Akron.  

Unintended consequences (or, again, inadvertent benefits) could include homeownership rising 

in the City as a whole, including Akron residents who are not People of Color. . As information 
and education is presented, it is possible that those who take advantage of housing counseling 

and first-time homebuyer education resources could be those who are otherwise not 
disadvantaged for reasons related to their race, rather than those from the BIPOC community.  

Impact would need to be evaluated by a third party and/or each of the HBE organizations once a 

baseline is established. Possible data points to collect would be the number of families served 
through HBE, foreclosures, tax delinquencies and housing code violations.  Investigation into the 
data points prior to implementation would provide specific elements of evaluation to identify 

relevant outcomes based on geography and demographics of households impacted by these 
programs. 

VI. Conclusion 

By investing in previously red-lined neighborhoods, providing opportunities for People of Color to 

live in more integrated communities, and promoting homeownership opportunities to decrease 
the wealth gap, the City of Akron can improve housing for African American people and increase 

racial equity and social justice in Northeast Ohio. 
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Thank you to all of the Housing Subcommittee members for their input, hard work and follow 

though in ensuring an all-encompassing report was submitted.  

Committee Members: 

Brian Gage 

Vince Curry 
Debbie Barry 

Vanessa Beane 
Mar-quetta Boddie 
Billi Copeland-King 

Michael Dowdell 
Melva Foster 

Brant Lee 
Michael Naso 

Andrew Neuhauser 
Joe Scalise 

Allan Thomas 
Ron Unk 
Elizabeth Vild 

Kenny Thomas 
Katie Beck 

Gina Burk 
Minister Ray Green 

Nanci Self 
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V. Next Steps 

The Executive Committee will review and analyze the Subcommittees’ final recommendations to 
determine whether they will adopt the Subcommittees’ recommendations, whether they will ask the 

Subcommittees for additional information, or whether they will decline to adopt the Subcommittees’ 
recommendations.   

Each Subcommittee Chair will present their research during the Taskforce Executive Committee Meeting 

to be held November 16, 2021 at 6:30 PM. During this meeting the Executive Committee members will 
be expected to provide feedback and ask questions of the Subcommittee Chairs. Additionally, Youth 

Alliance will join the meeting to discuss their equity and inclusion plan.  

In December, the Executive Committee will have their final meeting to review the final written report to 
be provided to Mayor Horrigan and the Akron City Council.  
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VI. Appendix

Communications Subcommittee 

City of Akron Deputy Mayor for Racial Equity roles: 

The person in this position will report to the Mayor of Akron.  

General responsibilities include:  

1. Strategic leadership for racial equity across the city, both internally and externally. 

2. Externally, community outreach, including building relationships with formal and informal leaders 

and groups in the Black community and in the general community. 

3. Internally, accountability for racial equity planning and implementation across all city departments.  

Responsibilities 

1. This role will rely heavily on the GARE Toolkit and processes and will adapt these processes to the 

specific needs of Akron, OH, including the development of an overall strategy for racial equity, the 

establishment of measurable goals and milestones, and the transparent reporting of results. 

2. This role will be responsible for the following7: 

a. Building a workforce—at all levels—that reflects at all levels the diversity of the communities 

we served and a workplace culture that values inclusion and racial equity as both a process 

and outcome;. 

b. Advancing a shared framework to embed racial equity as a governing principle in the city’s 

budgeting, community engagement, service delivery, and significant strategic initiatives;. 

c. Promoting equitable procurement, contracting, and entrepreneurship outcomes so that every 

person and every business has the chance to grow successfully—including supporting 

commerce in neighborhoods that have been harmed by unequal lending practices;. 

d. Working collaboratively with city departments, community partners, and other institutions to 

understand institutional racism, eliminate racial inequity, and improve outcomes for all, while 

paying closer attention to disenfranchised communities. who are worse off. 

3. The person in this role will build a team to support the work outlined in recommendation #2, with 

possible team roles including racial equity project manager, racial equity training manager, and racial 

equity data manager. 

4. The person in this role will hire a racial equity facilitator who is trained and seasoned in supporting 

group development, guiding racial equity cultural shifts in other organizations and/or jurisdictions, and 

supporting both skill-building in holding courageous conversations about race and racial equity that 

go beyond planning sessions and into people’s personal interactions. and people’s willingness to be 

courageous on their own turf and not just during planning sessions. 

Principles for Implementing a Racial Equity Plan  

7 From Philadelphia Office of Diversity, Equity, & Inclusion. https://www.phila.gov/departments/office-of-diversity-equity-
and-inclusion/
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These principles come from the GARE “Racial Equity Action Plans: A How-To Manual” and are 

considered best practices for achieving racial equity. 

1. All relevant racial equity language will be defined with everyone in the city using and being guided 

by the will use the same language and definitions. 

2. Those responsible for implementing the people who will implement particular recommendations 

will be engaged in the implementation planning for those recommendations to maximize 

engagement and buy-in. 

3. The process of implementation planning will include developing the skills needed for courageous 

conversations, meaning conversations in which people speak their truths, listen to, and do their 

best to  and really listen to and empathize and to understand one another. with each other. This 

difficult work will be well-supported by people who are skilled in both planning and in teaching 

people how to hold such honest and intentional conversations. A good meeting/conversation 

process will be much more likely to lead to empathy among participants, as well as to people 

actually really hearing one another,resulting in fresh and relevant outcomes that serve everyone. 

4. The stories of those people who will be directly impacted by the recommendations and plans will 

be included and understood, and will influence the decisions that are made. 
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Potential key community partners for Recommendation #10  

First Last Organization Title Contact Info 

Aimee Wade ADM Board  Director wadea@admboard.org 

Grace Wakulchi

k 

Akron Children's 

Hospital 

CEO gwakulchik@chmca.org 

John Petures Akron Community 

Foundation 

CEO jpetures@akrocf.org 

Bridget Ambrisco Friends of the 

Metro Parks 

Executive 

Director 

bambrisco@akronparks.org 

Tom Ghinder Akron Promise Founder tghinder@gmail.com 

Teresa LeGrair Akron Urban 

League 

Executive 

Director 

tlegrair@akronurbanleague.org 

Brian Gage AMHA Executive 

Director 

Elaine Tso Asia Inc Chief 

Executive 

Officer 

etso@asiaohio.org 

Mark Frisone Axess Pointe CEO 

Rebecca Callahan CANAPI Executive 

Director 

rcallahan@canapi.org 

Malcolm Costa Community 

Action Akron 

Summit 

President/C

EO 

mcosta@aksumcom.org 
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Robert Stokes Community 

Support Services 

robert.stokes@cssbh.org 

Chris Horne Devil Strip chris@thedevilstrip.com 

Bill Hardy Equitas Health President/C

EO 

Madhu Sharma International 

Institute of Akron 

Executive 

Director 

madhu.sharma@iiakron.org 

Jacob Nash Margie's Hope President/C

EO 

margies-hope@sbcglobal.net 

Judi Hill NAACP Executive 

Director 

Akronnaacp@yahoo.com 

Lisa Ennis Neighborhood 

Network of 

Habitat for 

Humanity Summit 

County 

Core Team 

Member 

LisaE@akronymca.org 

Katie Beck North Akron 

Community 

Development 

Corporation 

Executive 

Director 

katie@northakroncdc.org 

Bernie Rochford Oriana House Executive 

VP 

BernieRochford@orianahouse.org 

Marshall Brandon Parkman Pastor 

Yoly Miller Pechakucha Director pkakron330@gmail.com 
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Joe Tucker South Street 

Ministries 

Executive 

Director 

 Joe@southstreetministries.org 

Andrea Fahey Spectrum 

Diversity 

Community 

Center 

Executive 

Director 

andrea.fahey@spectrumdiversitycommunit

ycenter.org 

Iriel Hopkins  Summa Health Director of 

Inclusion 

hopkinsI@summa.org 

Mar-

quetta 

Boddie Summit County 

Continuum of 

Care 

Executive 

Director 

mboddie@summitcoc.org 

Patrick Bravo Summit County 

Land Bank 

Executive 

Director 

pbravo@summitlandbank.org 

Tania Neimer Summit County 

Prosecutor's 

Office 

tnemer@prosecutor.summitoh.net 

Stephani

e 

Leonardi Summit Lake 

Build Corps 

Founder 

Zac Kohl The Well CDC Executive 

Director 

Zac@thewellakron.com 

University of 

Akron 

Experiential 

Learning 

Department 

Rodney Matthews Urban Vision 

Ministries 

Executive 

Director 

rodney@urbanvisionministry.org 
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Leanne Graham Victim Assistance 

Program 

Executive 

Director 

lgraham@victimassistanceprogram.org 

LaKesh Hayes Project Ujima Executive 

Director 

info@projectujima-inc.org 

Loi Dang-

Nguyen 

Akron Public 

Schools 

Student 

assistance 

ldang@akron.k12.oh.us 

Charde' Deans Akron 

Metropolitan 

Housing Authority 

Cdeans@akronhousing.org 

Pupsa Gajmer Himalayan Arts, 

Language & 

Culture 

Community 

gajmer.pupsa@yahoo.com 

Rob Lehr GAR Foundation program 

officer 

rlehr@garfdn.org 

Fr. Chris Czerucha St Bernard and 

St. Mary Church 

Pastor czerucha@stbernardstmary.org 

Eilis McCulloh Akron  Interfaith 

Immigration 

Advocates 

Board 

president 

mcculoheilis@gmail.org 

Dr. 

Sheldon 

Wrice University of 

Akron 

VP, equity, 

inclusion & 

diversity 

swrice1@uakron.edu 

Carla Chapman Akron Public 

Schools 

Chief 

Diversity 

Officer 

cchapman@akron.k12.oh.us 
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Lisa King Metro Parks CEO 

Christine Curry Open M 

Christine Mayer GAR Foundation CEO cmayer@garfdn.org 

Rick Kellar Peg's Foundation CEO 

Kyle Kutchief Knight 

Foundation 

ED 

Jim Mullen United Way jmullen@uwsummit.org 

Robert DeJourne

tt 

Greater Akron 

Chamber 

rdejournette@greaterakronchamber.or

g 

Carla Davis Akron-Summit 

County Public 

Library 

Faithful Servants 

Care Center 
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US cities with formalized leadership roles in support of racial equity.

● Philadephia, PA has an Office of Diversity, Equity and Inclusion reporting to the Mayor, with a 

Chief Diversity, Equity and Inclusion Officer plus 7 other staff members, and they are in the 

process of hiring an 8th staff member. 

● Boulder, CO has an Equity Program Manager, a Racial Equity Guiding Coalition, plus other 

groups and community partners in support of racial equity. 

● Burlington, VT has a Director of Racial Equity, Inclusion, and Belonging 

● Iowa City, IA  has an Equity Director and Human Rights Coordinator 

● St. Paul, MN  has a Chief Equity Officer. Its Equity Change Team meets quarterly. 

● Fairfax County, VA has a Chief Equity Officer 

● Dallas, TX  has a Chief of Equity and Inclusion 

● Los Angeles, CA has a Chief Equity Officer 

References: 

https://www.phila.gov/departments/office-of-diversity-equity-and-inclusion/ 

https://commongood.unitedforimpact.org/node/4508 

https://bouldercolorado.gov/media/4167/download?inline 

https://icma.org/articles/pm-magazine/new-kind-ceo-role-chief-equity-officer-and-other-equity-positions 

https://www.racialequityalliance.org/jurisdictions/saint-paul-minnesota/ 
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Heath Subcommittee 

The completed Diversity Scorecard as addressed in the Report.  


