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At the Federal Reserve Bank of Dallas, we’re proud of our work 

to embrace diversity, promote equity and advance inclusion in 

everything we do. It’s central to our mission of building a strong 

economy in the Eleventh Federal Reserve District.

WE KNOW A MORE INCLUSIVE society means greater 
growth and prosperity for our entire country. Yet all too often, 
we see that demographics can predict life outcomes. Many peo-
ple face entrenched barriers that can limit equitable access to 
quality education, business and career opportunities, banking 
services and more.

The disparities these barriers have created were brought into 
sharp perspective by the headline events of 2020, from the kill-
ing of George Floyd to the global pandemic. And the impact of 
these and other events added greater urgency to closing the gaps.

The Dallas Fed’s commitment to equity and inclusion begins 
in our workplace. We focus on attracting, developing and retain-
ing superb talent that reflects the diversity of the communities 
we serve. Across our region, we invest in local communities by 

partnering with diverse suppliers and small businesses. Through 
outreach, we promote equitable access to resources and oppor-
tunities so all people can participate in the economy and prosper.

This report provides a review of our activities supporting di-
versity, equity and inclusion in 2020, including those mandated 
by Section 342 of the Dodd–Frank Wall Street Reform and Con-
sumer Protection Act.

Robert S. Kaplan
President and CEO

Alison Schmidt
Senior Vice President and OMWI Director
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Executive Summary

The Federal Reserve Bank of Dallas serves the Eleventh Federal 

Reserve District, which includes Texas, northern Louisiana and 

southern New Mexico. To build a strong economy for all the people 

of our region, we work to embrace diversity, promote equity and 

advance inclusion.

THROUGH OUR STRATEGIC PLAN, policies and practices, we have committed 
to diversity and inclusion as a core value. We take an intentional, active approach to 
implementing this value, organized around five dimensions that align with our re-
porting areas:

• Workforce Diversity

• Workplace Inclusion 

• Supplier Diversity

• Economic Inclusion

• Board Diversity

This report provides an update on our progress and challenges in 2020.

Photo caption goes here.
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E X E C U T I V E  S U M M A R Y

Our People: Workforce  
and Leadership 
AS OF THE END OF 2020, minori-
ties represented 57 percent of the total 
head count at the Dallas Fed, a slight in-
crease of 1 percentage point over 2019. 
Female representation at 42 percent re-
mained unchanged. We saw increases in 
both minority and female representation 
at leadership levels.

In talent acquisition, we implemented 
a new tool to create inclusive job descrip-
tions and adopted a new “diverse slates and 
panels” practice for interviews to help mit-
igate potential bias in our hiring process. 

Despite the pandemic, we sustained our 
commitment to providing career develop-
ment opportunities through our summer 
internship program by employing and 
mentoring 40 interns in a fully virtual, 
remote-work environment. Our intern 
cohort was 45 percent minority and 40 
percent women, with eight interns from 
minority-serving institutions. 

We completed a redesign of our learning 
and development programs to promote an 
inclusive learning model for all employ-
ees. And we strengthened our internal 
pipeline for diverse talent by expanding 
the scope of targeted development op-
portunities to address a broader range of 
employee needs. 

The national attention on racial equity issues in 2020 provided an opportunity for our 
employee resource groups to play a prominent role in the Dallas Fed’s response. They 
organized conversations that helped all employees engage on topics including race re-
lations, social justice, inequality, Asian xenophobia, the killing of George Floyd and 
COVID-19.

Our Suppliers: Business Opportunity 
THE DALLAS FED’S total diverse spend reached 25.7 percent of total reportable 
spend for 2020, an increase of 1.1 percentage points from the previous year despite a 
decrease in overall procurement spending. 

Our supplier diversity team participated in two virtual business opportunity fairs 
and added more than 50 minority- and women-owned business enterprises to our ven-
dor database. Of these new vendors, 11 were invited to bid in 2020, with nine awarded 
contracts in the categories of contract staffing services and other management con-
sulting services.

Our Community: Financial Literacy and Outreach 
OUR FINANCIAL LITERACY PROGRAMS reached more than 97,500 students at 
OMWI-designated schools (those serving all-girl or majority-minority populations). 
This represented a more than 100 percent increase over 2019, facilitated by the move 
to a virtual platform. 

Our summer professional development program for educators offered 325 
credit hours of virtual, on-demand training, which allowed educators in geograph-
ically remote locations to participate. Sixty-seven percent of participants teach at  
majority-minority schools. 

Virtual delivery of programming 
broadened the reach of all our outreach 
efforts and improved our ability to en-
gage other OMWI-targeted audiences 
across the district. Our community en-
gagement teams in each office focused 
on connecting with small businesses and 
minority- and women-owned business 
enterprises to understand their economic 
concerns and the impact of the pandemic. 

Our community development func-
tion shared expertise in critical areas 
including addressing racial inequity, ex-
panding broadband access, Community 
Reinvestment Act (CRA) guidance on the 
pandemic and resources for small busi-
nesses, households and communities 
affected by the pandemic.  

Advance Together—the Dallas Fed’s 
initiative to promote economic inclusion 
through cross-sector, collaborative leader-
ship—completed its first phase, providing 
guidance and training to nine community 
partnerships in Texas on community en-
gagement, racial equity and strategies to 
connect people with jobs and education.
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At the Federal Reserve Bank of Dallas, we’re committed to building 

a strong economy that creates opportunity for the people of our 

district. Expanding access to that economic opportunity is vital to 

our mission.

I N T R O D U C T I O N

ELEVENTH FEDERAL RESERVE DISTRICT

Diversity, Equity and 
Inclusion at the Dallas Fed

New Mexico

Dallas

Office Territories

San Antonio

El Paso

Houston

Texas Louisiana

THE REGION WE SERVE is geographically large and cul-
turally diverse. We measure our success by how well all 
residents are connected to the economy—especially those 
who have historically been left out.

In 2020, our work to address opportunity gaps became 
more critical as the economic impact of the COVID-19 
pandemic fell disproportionately on minority communi-
ties and women. 

This report provides an update on our progress in en-
suring that we equitably engage all demographic groups 
within our organization and region. Our discussion in-
cludes key challenges we face and a view of the road ahead.

Organization: Who We Are 
THE DALLAS FED IS one of 12 regional Reserve Banks 
in the Federal Reserve System. Working together, we serve 
the American people by promoting a strong financial sys-
tem and a healthy economy. 

Our responsibilities are wide-ranging. To fully under-
stand economic issues that affect our region, we conduct 
research and gather local perspectives to contribute to na-
tional conversations about monetary policy.

To support financial activity, we work with other Feder-
al Reserve Banks and private sector businesses to deliver 
cash and digital payments. We work with government, in-
dustry and the community to ensure our banking system is 
safe, accessible and secure. 

To promote economic inclusion, we identify problems that 
limit access to economic opportunity. We bring community 
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partners together to find solutions 
and put them into action. 

All these efforts take a team of 
talented individuals with diverse 
skills and perspectives. We employ 
nearly 1,300 people in our Dallas 
headquarters and branch offices in 
El Paso, Houston and San Antonio.

Region: Where We Serve  
OUR SERVICE IS grounded in 
the communities of the Eleventh 
District in Texas, northern Loui-
siana and southern New Mexico. 
We work with people, banks and 
businesses at the local level to 
ensure we understand their inter-
ests and meet their needs.  

Our district extends over 360,000 
square miles and is home to more 
than 30 million people. The in-
dustries and communities that 
bring life to our regional economy 
are richly varied. Our towns sup-
port ranches, farmland, forests, 
oil fields, refineries and seaports. 
Our cities are globally connected 
centers for energy, medicine, tech-
nology and trade. 

The people we serve are richly 
diverse as well. Our district shares 
a 1,400-mile border with Mexico 
and has robust business and cul-
tural ties with the country. In Texas 
alone, more than 7 million people 
speak Spanish at home. Across the 
district, international connections 
attract immigrants from around 
the world.

Our four offices are instrumental 
in ensuring our work is inclusive. 
They boost our geographic reach 
and, via outreach teams in each of-
fice, drive our engagement with the 
entire region.  

Boards of Directors  
Another important way we con-
nect with our region is through the 
business and community leaders 
who serve on our boards of direc-
tors and advisory councils. 

Members of the Dallas Fed 
board of directors and the branch 
boards in El Paso, Houston and 
San Antonio represent the peo-
ple, industries and communities 
of the Eleventh District. We em-
phasize diversity on our boards to 
bring more viewpoints to guide our 

operations and provide intelligence on economic activity 
in our district. 

As of Jan. 1, 2021, two-thirds of our nine Dallas Fed 
board members identify as women and/or minorities. In-
cluding our branch boards, 21 of our 30 directors across the 
district, or 70 percent, are women and/or minorities. New 
directors who joined our boards in the past year include a 
white female member in El Paso, Asian male and Black fe-
male members in Houston, and a Hispanic female member 
in San Antonio. For a detailed look at the demographics of 
our boards of directors, see Appendix 3.

Commitment: How We Approach Diversity,  
Equity and Inclusion  
TO BUILD A STRONG ECONOMY in our region, we 
work to embrace diversity, promote equity and advance in-
clusion in all our activities. We know our decisions must 
reflect and benefit all communities. We start by nurtur-
ing an inclusive workplace that values people with diverse 
views and experiences. 

We are dedicated to promoting equity in every sense 
based not only on race, ethnicity and gender, but also 
characteristics such as disability, veteran status, sexual 
orientation and more. 

Through our strategic plan, policies and practices, we 
have committed to diversity and inclusion as a core value. 
We take an intentional, active approach to implementing 
this value, organized around five dimensions: Workforce 
Diversity, Workplace Inclusion, Supplier Diversity, Eco-
nomic Inclusion and Board Diversity (see sidebar).

Our Diversity and Inclusion Office works with other 
Dallas Fed functions across these five dimensions to ful-
fill our mandated Office of Minority and Women Inclusion  
(OMWI) responsibilities. 

The value of our comprehensive approach to diversity, 
equity and inclusion was reinforced by the events of 2020. 
This approach helped position us to respond effectively to 
the heightened focus on racial inequity and economic dis-
parities worsened by the pandemic.

Workforce Diversity
Recruiting, developing 

and retaining a team of 

outstanding employees 

who reflect the diversity of 

the communities we serve.

Workplace Inclusion
Building a culture where 

all employees can be 

themselves and have the 

opportunity to contribute to 

decision-making.

Supplier Diversity
Investing in local 

communities by purchasing 

goods and services from 

diverse suppliers, including 

small businesses.

Economic Inclusion
Working in the community 

to promote equitable 

access to resources and 

opportunities so all people 

can participate in the 

economy and prosper.

Board Diversity
Engaging leaders from 

diverse backgrounds to 

guide our operations and 

share views on economic 

activity in our district.

WHAT 
WE ARE
DOING

Our district extends through Texas, northern Louisiana and southern New 
Mexico. We’re committed to equitable opportunity for all residents.

70% 
of our board  

members are minorities  

and/or women

I N T R O D U C T I O N
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We make it a priority to attract, develop and retain a team of 

talented individuals who reflect the diversity of the communities 

we serve. The varied experiences they bring to their work help 

us deliver on our mission effectively. ¶ We support our team 

by building a culture where all employees can be themselves 

and contribute to decision-making. Together, we’re creating a 

workplace where people of diverse backgrounds can thrive.

O U R  P E O P L E

Workforce  
and Leadership

Building Organizational Diversity and Inclusion 
AT THE DALLAS FED, we value the progress we’ve made in embracing diversity and 
inclusion within our organization. We want to ensure our workforce, including our 
leadership team, reflects the diversity of our region at every level. 

In recruiting, developing and retaining employees, we seek effective, innovative 
ways to build inclusion and opportunity at every stage: talent acquisition, employee 
learning and development, and talent management. We’ve introduced new data tools 
to better assess where we are and improve our decision-making moving forward. 

To promote workplace inclusion, we provide opportunities for engagement through 
employee resource groups (ERGs) and a Diversity & Inclusion Council. These initia-
tives have brought new faces into leadership roles within our organization. Against 
this year’s backdrop of pandemic and social unrest, our ERGs led the way in organizing 
conversations that promote education and understanding. 

The global pandemic brought unforeseen challenges to our workplace and commu-
nities. For our diversity and inclusion efforts, this demanded flexibility and agility as 
we adapted programs to the new environment. We have continued to see positive in-
dicators that affirm these efforts are resonating with our employee community.

Successes  
AS OF THE END of 2020, minorities represented 57 percent of the total head count at 
the Dallas Fed, a slight increase of 1 percentage point over 2019. Female representation 

at 42 percent remained unchanged. We 
saw increases in both minority and fe-
male representation at leadership levels. 

In talent acquisition, we implemented 
a new tool to create inclusive job descrip-
tions and adopted a new “diverse slates and 
panels” practice for interviews to help miti-
gate potential bias in our hiring process. 

Despite the pandemic, we sustained 
our commitment to providing career de-
velopment opportunities through our 
summer internship program by employ-
ing and mentoring 40 interns in a fully 
virtual, remote-work environment. Our 
intern cohort was 45 percent minority 
and 40 percent female, with eight interns 
from minority-serving institutions. 

We completed a redesign of our learn-
ing and development programs to 
promote an inclusive learning model for 
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all employees. And we strengthened our 
internal pipeline for diverse talent by 
expanding the scope of targeted develop-
ment opportunities to address a broader 
range of employee needs. To further cre-
ate opportunity that will help diversify 
our leadership levels, we worked with our 
people leaders on coaching and empow-
ering employees. 

The national attention on racial equity 
issues in 2020 provided an opportuni-
ty for our ERGs to play a prominent role 
in the Dallas Fed’s response. They or-
ganized conversations that helped all 
employees engage on topics including 
race relations, social justice, inequality, 
Asian xenophobia, the killing of George 
Floyd and COVID-19. 

During June, we flew the Pride flag out-
side all four offices for the first time in 
Dallas Fed history to highlight our support 
for LGBTQ+ employees and communi-
ty members. We completed the Human 
Rights Campaign (HRC) Corporate Equal-
ity Index survey for the first time, gaining 
a score of 85. This index is recognized as 
the nation’s foremost benchmark on cor-
porate policies and practices related to 
LGBTQ+ workplace equality.

Our Strategic Approach 
THE DALLAS FED is committed to 
promoting diversity, equity and inclu-
sion in our workforce. This positions us 
to perform at our highest level. The var-
ied experiences and perspectives that 
diverse individuals bring to our orga-
nization enhance our ability to think 
critically and creatively, solve problems 
effectively and innovate. 

Our strategic priority to “attract, 
develop and retain superb talent that re-
flects the diversity of the communities 
we serve” includes an emphasis on great-
er employee diversity with regard to race, 
ethnicity and gender. We recognize that 
sustained efforts are needed to achieve 
this goal at all levels of our workforce. To 
that end, we are cultivating a workplace 
culture that values diversity; encourag-
es collaboration, flexibility and fairness; 
and allows all employees to contribute to 
their full potential.

Practice and Policy Initiatives 
To bring greater accountability to our 
hiring practices, we adopted a process 
for ensuring diverse demographic repre-
sentation among candidates on resume 
slates and among Dallas Fed employees 

serving on interview panels. This sup-
ports our commitment to having a talent 
pool that is a reflection of the talent in 
the marketplace and to including a wide 
range of perspectives to mitigate poten-
tial bias when making hiring decisions.

To support work/life balance for all 
employees, we updated our vacation 
policy to give exempt and nonexempt 
employees with less than five years of ser-
vice the same baseline number of annual 
vacation days. We coordinated a new ben-
efit to provide back-up care for children 
and adult and elder family members that 
was implemented in early 2021.

We further diversified our benefits of-
ferings to respond to the needs of our 
employees by establishing a student loan 
repayment and refinancing program that 
launched Jan. 1, 2021. 

To address work/life needs through 
the pandemic, we created a resource kit 
for our people leaders to help employ-
ees navigate work-from-home challenges, 
dependent and elder care needs and work-
load management. This approach has 
been especially useful in responding to 
the impact on women in our workforce, 
and we plan to continue incorporating 
these solutions as we evolve our work 
practices post pandemic.

We also strengthened our commit-
ment to creating a healthy and safe work 

environment for all employees by elim-
inating our former Perfect Attendance 
Incentive Day program, which could be 
seen as an incentive to come to work de-
spite being sick. In the era of COVID-19, 
ending this program helped reinforce the 
importance of employee wellness and 
taking sick leave to recover and keep oth-
ers safe. 

To gain a better picture of workforce 
diversity and assess how LGBTQ+ em-
ployees are experiencing our organization, 
we implemented a self-identification 
option in our employee data system to in-
clude LGBTQ+ identities alongside race, 
gender, disability and veteran status.

Workforce Overview 
EACH YEAR, we conduct an analysis 
to better assess the current state of mi-
nority and female representation in our 
workforce. This helps us identify gaps, 
trends and opportunities to ensure the 
inclusion of women and minorities at all 
levels of our organization. For more de-
tails on our workforce demographics, see 
Appendixes 1 and 2. 

Overall, our workforce continued to be-
come more diverse. In 2020, the total head 
count for both minorities and women in-
creased in year-over-year comparison 
with 2019; however, the percentage repre-
sentation remained relatively unchanged 

BY the 
NUMBERS

57%
of Dallas Fed employees

are minorities

42%

59%

of Dallas Fed  
employees are women

of 2020  
new hires were  
minorities

43%
of 2020  
new hires were  
women

O U R  P E O P L E
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O U R  P E O P L E

(57 and 42 percent, respectively). While 
overall female representation continues 
to be a challenge that we’re working to 
understand and address, we saw positive 
movement for women in leadership job 
categories and promotions.

The data for FY 2019 to FY 2020 show: 
 . As of Dec. 31, 2020, the Dallas Fed’s total reg-

ular employees numbered 1,296—a 3 percent 

increase from 1,255 regular employees as of 

Dec. 31, 2019. 
 . The percentage of women in our workforce re-

mained unchanged at 42 percent of the total 

head count. 
 . Overall, minorities represented 57 percent of 

the total head count—a slight increase of 1 per-

centage point. 
 . The percentage of African Americans (22 

percent), Hispanic/Latinos (23 percent) and 

Asians (10 percent) remained unchanged.

Looking at job categories, we saw a rise in 
both female and minority representation 
at the top levels of the organization: 
 . Female representation in the First/Mid-Level 

EEO-1 Job Category increased by 5 percent-

age points to 41 percent, the first percentage 

increase in three years. 
 . Minority representation in the First/Mid-Lev-

el EEO-1 Job Category rose by 2 percentage 

points to 41 percent, continuing a steady trend 

upward of 2 percentage points every year 

since 2018.  
 . The top two EEO-1 Job Categories combined 

(Exec./Sr. Officials and First/Mid-Level Offi-

cials & Managers), which includes all officers, 

managers and supervisors, represent 20 per-

cent of the Dallas Fed’s total head count. In 

these two categories taken together, female 

representation increased by 4 percentage 

points to 40 percent, while overall minority 

representation rose by 2 percentage points to 

40 percent.

The Professionals EEO-1 Job Category 
represents 53 percent of our workforce 
population, a significant portion of the 
talent pipeline. While the overall head 
count of minorities and women has con-
tinuously increased over the last three 
years, percentage representation has re-
mained relatively unchanged. Minority 
representation is at 54 percent in this 
category, and female representation is at 
46 percent. 

Looking at other data, we find posi-
tive trends for minorities and women in 
job groups that represent our organiza-
tional pipeline to leadership positions. A 

year-over-year comparison conducted for this report shows an increase in minority 
representation in our managers job group to 40 percent, an increase of 4 percentage 
points. In our supervisors job group, minority representation increased by 4 percent-
age points to 61 percent, and female representation increased by 8 percentage points 
to 28 percent. 

In promotions, minorities represented 47 percent of total promotions in 2020, while 
female representation was at 48 percent. Representation among a total 15 new promo-
tions to officer rank included five minorities and nine women (three female minorities 
counted in both categories). 

Hiring activities continued with minimal interruption during the pandemic. Among 
102 total hires in 2020, minority representation among new hires was 59 percent, a 
significant increase of 9 percentage points over 2019. Five minorities were hired as 
managers. Female representation among new hires remained unchanged at 43 percent.  

Termination statistics for 2020 show decreases in percentage representation of 
women and minorities, as well as a 55 percent decrease in total terminations over 2019. 
Women represented 36 percent of terminations, a significant decrease from 53 percent 
in 2019. Minorities represented 44 percent of total terminations, a decrease from 51 
percent in 2019.  

For both women and minorities, termination statistics are below the new-hire 
 statistics in 2020, which is the ideal outcome in order to avoid depletion of representa-
tion. It further represents an improvement from 2019, when termination statistics were 
much higher than new hires for both women and minorities.  

We will continue assessing our 2020 outcomes of a higher number of promotions for 
women and lower number of terminations for women and minorities to determine any 
possible correlation with our retention practices regarding both groups.

Talent Acquisition 
THE DALLAS FED is committed to attracting diverse, superb talent and creating a work-
place where talented people thrive. By developing partnerships with select organizations 
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TARGET 
SCHOOLS

In 2020, we focused on 

our college recruiting 

strategy to identify colleges 

and universities across 

the nation ranked by 

relevant major offerings 

and diversity mix, as well 

as highly ranked Hispanic 

Serving Institutions (HSIs) 

and Historically Black 

Colleges and Universities 

(HBCUs), as reported 

by U.S. News and World 

Report 2020. Examples of 

target schools include:

Baylor University

Columbia University 

Hampton University**

New Mexico State

 University* 

New York University

Paul Quinn College**

Prairie View A&M 

 University**

Rice University

Sam Houston State 

 University 

Southern Methodist  

 University 

Spelman College**

Texas A&M International

Texas A&M University*

Texas A&M University –  

 Kingsville 

Texas Southern University** 

University of Dallas

University of Houston*

University of North Texas

University of Texas at 

 Arlington* 

University of Texas at  

 Austin 

University of Texas  

 at Dallas 

University of Texas 

 Rio Grande Valley* 

University of Texas at San  

 Antonio* 

University of Texas at  

 El Paso*

* Hispanic-serving institution  
**Historically Black college and university

and universities, we have cultivated a 
strong recruiting pipeline. 

This year, we targeted our sourcing 
efforts to focus on universities and orga-
nizations that align well with our diversity 
strategy. Recruiting events moved to a vir-
tual format due to the COVID-19 pandemic.

To encourage a diversity of candidates 
to apply, the Talent Acquisition team 
implemented a new tool to help create 
inclusive job descriptions by avoiding bi-
ases within the language.  

We also launched a Recruit Ambas-
sador program to engage our employee 
community in active recruiting. More 
than 40 employees were trained and de-
ployed for roughly 15 virtual events with 
target schools and community partners. 
This allowed us to build strong con-
nections with potential recruits while 
showcasing our workforce diversity.

Through our dedicated sourcing and 
outreach efforts, we connected with over 
200 candidates via LinkedIn during 2020, 
resulting in four minority hires, includ-
ing three women.

Intern recruiting efforts included 
interactions with over 1,000 diverse can-
didates during more than 25 career fairs, 
conferences and recruiting engagements. 
This resulted in the hiring of 40 summer 

interns across the district, including 
eight from minority-serving institutions. 
Of the 40 interns, 45 percent were mi-
norities and 40 percent were women, 
with minority women included in both 
categories. Seven interns were converted 
into full-time hires, including four wom-
en, one of whom was Hispanic/Latino.  

Our 2020 summer internship pro-
gram was also noteworthy in the context 
of the COVID-19 crisis. We have had a 
longstanding commitment to mentor-
ing the workforce of the future through 
the program. This year, we sustained 
our commitment to providing career de-
velopment opportunities despite the 
restrictions of the pandemic by employ-
ing the program’s full number of interns 
in a virtual, remote-work environment.

Workforce Development Partnerships  
Our commitment to sourcing superb 
talent through workforce development 
partnerships has yielded notable results. 
In 2020, we continued our partnership 
with Year Up, an organization in Dallas–
Fort Worth that provides low-income, 
underserved young adults ages 18–24 
with skills, support and experience to 
empower them to achieve their poten-
tial in professional careers. Participants 

Above: We provided career development opportunities to our 
2020 summer interns in a virtual, remote-work environment.
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complete an intensive, one-year program 
during which they attend classes at a lo-
cal community college, receive coaching 
and skills development, and participate 
in an internship rotation. 

We worked with seven Year Up in-
terns in the first half of 2020; another 
six interns started virtual assignments 
in August (this schedule reflects a slight 
delay from years past due to the pandem-
ic). Out of 12 Year Up interns from the 
2019–20 group, three transitioned into 
full-time positions and two were offered 
extended internships. Among the five 
who continued employment, three were 
Hispanic/Latino, one Asian and one Afri-
can American; four were women. 

We placed one intern through a new 
partnership with the Hiring Our Heroes 
Corporate Fellowship program. Hir-
ing Our Heroes is a nationwide effort to 
connect veterans, service members and 
military spouses with meaningful em-
ployment opportunities. The program 
provides work experience four days a 
week for 12 weeks, a mentorship and pos-
sible conversion to full-time employment. 

High School Partnerships 
In addition to creating talent pipelines 
at the postsecondary level with programs 
like Year Up, we recognize the importance 
of engaging with younger students to pro-
mote exposure, access and opportunities 
in the early stages of career exploration. 
We continued our partnership with the 
Cristo Rey Dallas College Prep program, 
which targets minority students whose 
household income is at or below the fed-
eral poverty line. Each Cristo Rey student 
attends high school while working one day 
a week in a professional setting to build 
self-confidence and a resume. We host-
ed six interns for the 2019–20 school year, 
with the program ending earlier than ex-
pected in March due to the pandemic.

Learning and Development 
TO ATTRACT AND SUPPORT top, di-
verse talent, we recognize the need to 
empower employees to develop their skills. 
In 2020, we began implementing a new 
inclusive model for learning and devel-
opment that emphasizes personalized 
continuous learning across a wide va-
riety of platforms. To provide broader 
access, more learning experiences are 
open to employees by application rath-
er than nomination. We also engage our 
people leaders to coach and empower 

employees to further create opportunities that will help diversify our leadership 
levels over time. 

Our strategy for learning and development is to empower our employees to adopt 
a growth mindset for their careers by providing them with an array of tools and 
opportunities that allow for a more agile and organic development experience. We 
seek to enable employee development in a way that reflects both our current and 
future needs as an organization and each individual’s interests, aptitudes, experi-
ences and skill set.  

In summer 2020, all Dallas Fed employees were provided access to LinkedIn 
Learning, an online platform to support personal and professional development. 
Over the remainder of the year, 78 percent of our employees accessed the platform 
and completed a total of 4,134 courses.  

All employees were encouraged to complete a personalized career develop-
ment plan, a living document intended to foster a continuous process of increasing 
knowledge, improving skills and modeling behaviors to ensure maximum effective-
ness and ongoing employability in our rapidly changing world.  

To provide experiential learning opportunities, we launched a new job shadow-
ing initiative that pairs employees with senior leaders for one week. Participants 
broaden their understanding of business functions, expand their own capabilities 
and build strong relationships with leaders while creating a wider network with-
in our organization. Due to COVID-19, a current challenge is the virtual nature of 
the experience. Out of 29 employees who have participated or been matched, 17 are 
women and 16 are minorities (minority women are counted in both groups).  

Leadership engagement and development opportunities are also offered to em-
ployees through our ERGs and Diversity & Inclusion Council. Currently, 11 council 
members and more than 45 ERG leaders are serving in this capacity. These expe-
riential opportunities provide employees at every level an opportunity to develop 
inclusive leadership capabilities, competence in diversity and inclusion, and over-
all competence as a champion for diversity and inclusion within our organization.  

As part of our learning and development redesign, we began a new mentoring ap-
proach to reach a wider number of employees in January 2021. Our prior formal 
mentoring program that supported new managers and supervisors concluded in 
April 2020 with 31 mentees, including 15 women and 11 minorities.  

For professional-level employees with less than two years of career experience, a 
new program will launch in first quarter 2021. Over a 12-month period, participants 

DIVERSE PARTNER   
ORGANIZATIONS

To further invest in workforce diversity, we partnered with local and national organizations to 

network and engage with prospective talent from underrepresented backgrounds at in-person 

and virtual events. The listing below includes key partnerships. We also maintain resume access 

capability through the Equal Opportunity Publication database.

Black Women in Science and

 Engineering (BWISE)

College Diversity Network

 HBCU Division

Cristo Rey

Employability Career Fair

Grace Hopper

Hiring Our Heroes

Hispanic Association of 

 Colleges and Universities

INROADS

Military Women’s 

 Career Fair

MyPossibilities

National Black MBA 

 Association (NBMBAA)

Prospanica

Recruit Military

Tarleton State President’s 

 Reception

Texas Woman’s University 

 Career Advice & A Slice

Uplift Career

Year Up Dallas/Fort Worth

O U R  P E O P L E
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Our six ERGs engage 50–100 members 
each, representing: Asian/Pacific Island-
er, Black/African Descent, Hispanic/
Latinx, LGBTQ+, Multigenerational and 
Women. In 2020, we provided extensive 
training for the employees who lead our 
ERGs to help them model and inspire in-
clusive behaviors across our organization. 

Our Diversity and Inclusion Office 
hosted a weeklong virtual Employee Re-
source Group Academy for more than 
40 new ERG leaders. The academy was 
a master class that explored inclusive 
leadership behaviors, including how to 
be an effective champion of diversity and 
inclusion; how to develop an effective 
business plan that ties to organizational 
strategy; and principles, policies and pro-
cedures for operational excellence.

Our ERGs put their leadership train-
ing into action to respond to emotionally 
charged social issues by promoting inclu-
sion, education and understanding. They 
organized conversations that helped all 
Dallas Fed employees engage on topics 
including race relations, social justice, 
inequality, Asian xenophobia, the killing 
of George Floyd and COVID-19. 

will have the opportunity to engage in a ro-
bust learning experience that focuses on 
foundational career-building skills, learn-
ing the business of the Dallas Fed and 
networking. Of the 36 participants select-
ed for the first cohort, 15 are women and 
20 are minorities.

Succession Planning 
TO ENSURE diverse representation 
and include more voices among deci-
sion-makers in our organization, we take 
an intentional approach to succession 
planning for the Dallas Fed’s leader-
ship team. In 2020, we strengthened our 
internal pipeline for diverse talent by 
expanding the scope of development op-
portunities to address a broader range of 
employee needs.  

As we identify and develop talent, we 
must plan for the natural transitions 
that all organizations experience, such 
as promotions into different roles, rota-
tion opportunities, retirement or leaving 
the organization. To make sure that vi-
tal positions can be filled quickly and 
successfully, we proactively identify 
development needs and potential expe-
rience gaps for future leaders and create 
action plans accordingly. 

Talent review discussions are a key el-
ement of our succession-planning model. Senior officers conduct a talent review for 
all officers, where they discuss individual development needs and determine leader-
ship readiness. 

This process was extended to the department level in 2020 to include more em-
ployees. Department leaders calibrated each employee’s performance and determined 
leadership readiness as well as opportunities that would address development needs 
and gaps. This information was reviewed and discussed by senior leaders to under-
stand what coaching and opportunities are needed to continue investing in our talent.

Promoting Inclusion in the Workplace 
AGAINST THE BACKDROP OF pandemic and social unrest in 2020, our workplace 
inclusion efforts—to ensure that all Dallas Fed employees are valued and heard at ev-
ery level of the organization—became more challenging to coordinate and required a 
more deliberate approach.  

With the vast majority of our staff working remotely due to the pandemic, sustaining our 
efforts to nurture connection, engagement and community demanded flexibility and 
agility as we adapted programs to the new environment. 

Heightened attention to racial equity brought new opportunities for leaders to ini-
tiate conversation—both inside the Dallas Fed and in the community—on social and 
economic barriers and the importance of building a more inclusive economy. It further 
reinforced the need for ongoing systemic changes throughout our business and people 
practices to address structural forces, policies, practices and systems that need to be 
consistently examined to proactively promote diversity, equity and inclusion.

Employee Groups  
Our investment in establishing ERGs in 2019 proved timely when confronted with the 
events of 2020. The national and local attention on racial equity issues provided an op-
portunity for our ERG leaders to drive thought-provoking education and discussion. 
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Through these initiatives, our ERGs 
demonstrated how they are providing 
valuable opportunities for a new, diverse 
group of employees to demonstrate their 
leadership abilities. 

ERG efforts are supported by our  
Diversity & Inclusion Council, which 
serves in an advisory capacity to senior 
management on our diversity and in-
clusion efforts. It comprises a diverse 
representation of leaders and individual 
contributors from all four offices. Council 
members were selected through a rigorous 
application and interview process. In 2020, 
the council provided guidance to ERGs on 
their business plans; helped facilitate em-
ployee listening sessions on diversity and 
inclusion; engaged internal leaders with 
benchmarked insights to strengthen our 
supplier diversity and workforce diver-
sity strategies; and participated in focus 
groups on helping employees navigate 
work/life challenges during the pandemic.

Educational Programming  
We expanded our educational program-
ming around diversity and inclusion in 
2020 while pivoting to a virtual environ-
ment. Highlights included: 
 . Black/African Descent ERG: Black History 

Month event with Dallas Mayor Eric Johnson. 

 . Asian ERG: Discussion on Asian xenophobia and coronavirus response plan.  
 . Women’s ERG: “Mindfulness Matters: Managing Mental Health and Wellness During a Pandemic” 

panel discussion. 
 . Asian ERG: “Managing Inclusion During Turbulent Times” discussion. 
 . Diversity and Inclusion lunch group discussions on George Floyd. 
 . Juneteenth/“Freedom” panel discussion and curated “Juneteenth: Educate, Celebrate, and Connect” 

educational resources. 
 . Black/African Descent ERG: “The Invisible Chains” panel discussion and Q&A. 
 . Multigenerational ERG: “It’s Not Up to Your Boss to Manage Your Career” program and “What 

Makes Each Generation Tick and What Ticks Them Off” virtual event featuring Anna Liotta.

Training and Skill Building  
Our Diversity and Inclusion Office partnered with our Treasury Services Department 
to pilot an “Inclusive Behaviors” virtual training program. We are exploring the possibil-
ity of extending this training across all departments. 

All new hires are required to attend diversity awareness and skills training to ensure 
they understand the value of diverse perspectives and the importance of an environ-
ment where employees are accepting of one another. Presented by a woman-owned 
small business, the class helps build employee communication skills around diversity 
and inclusion and encourages behaviors that contribute to a mutually respectful work 
environment.  

Improving Analytics  
TO BETTER UNDERSTAND how employees experience our organization and to 
leverage those insights, we implemented new tools and strategies to gather feedback 
and improve analytics. 

A new employee engagement tool allowed us to transition from our biannual employ-
ee engagement survey to a more frequent pulse survey. The tool provides simplified 
surveys that are easier to complete, insights that show trends within teams and action 
plans to help teams make better decisions. Analyzing survey data by demographics has 

Above: A Black History Month employee event in February featured Dallas 
Mayor Eric Johnson in conversation with Dallas Fed President Rob Kaplan.



15 Federal Reserve Bank of Dallas • Office of Minority and Women Inclusion

been particularly helpful in informing 
the work of our ERGs; we are also using 
results by demographic to understand 
trends and create plans to address work-
force diversity gaps. 

We conducted a districtwide listening 
tour to offer all employees the opportuni-
ty to provide candid feedback to enhance 
workplace inclusion. Sessions were held 
for the Houston, San Antonio and El Paso 
branches and for Cash Department em-
ployees. By promoting a feedback-rich 
culture, we expect to achieve an even 
healthier work environment and a com-
petitive advantage to attract and retain 
diverse talent.  

We supplemented the feedback with an 
in-depth analysis of our workplace poli-
cies and practices. For the first time, we 
submitted the HRC Corporate Equality 
Index survey in an effort to secure nation-
al designation as a “Best Place to Work for 
LGBTQ Equality.” The largest LGBTQ+ 
civil rights organization in the U.S., HRC 
publishes its annual Corporate Equal-
ity Index as a benchmark for LGBTQ+ 

workplace inclusion at large U.S. companies. Our score of 85 (out of 100), received in 
early 2021, provides a benchmark to build on. We will continue pursuing designations 
by national and global corporate quality indexes to help demonstrate our commitment 
to inclusion and attracting diverse talent.

Challenges  
IN ACHIEVING GREATER workforce diversity, female representation continues to be 
a challenge. Currently at 42 percent of our total head count, female representation has 
remained relatively unchanged since 2011, though we are seeing positive movement for 
women in leadership job categories and promotions. 

Another area of focus continues to be our Hispanic/Latino representation, which is 
low relative to our district’s population, especially in professional positions. We are tar-
geting recruiting with HSIs and professional organizations and engaging our employee 
ambassadors to help address this.

While overall workforce statistics show increases in head count for women and mi-
norities, both groups still have lower representation at the higher job levels.

Our promotion rates for minorities and women reflect continued opportunities to 
strengthen our internal talent development pipeline. 

 
Next Steps  
 . Evolve talent pipelines and practices that improve our ability to identify, attract, retain and devel-

op diverse talent. 
 . Strengthen our understanding of progress, trends and growth opportunities that support a diverse 

workforce. 
 . Build competence in diversity, equity and inclusion across all levels of our organization to strength-

en inclusion and serve the community more effectively.
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Business Opportunity

To support inclusive economic growth, we invest in local 

communities by purchasing goods and services from diverse 

suppliers, including small businesses. We know that small 

businesses are a critical source of employment and economic 

strength for communities in our district.

OUR PROGRAMS FOCUS ON businesses in underserved communities, including 
those designated minority- and women-owned business enterprises (MWBEs). To ex-
pand access to business opportunities beyond the dollars we spend, we work with local 
business owners to help them develop skills to be more competitive and grow.

Engaging Diverse Suppliers 
OUR SUPPLIER DIVERSITY PROGRAM helps ensure the fair inclusion and utili-
zation of small businesses and MWBEs in our procurement functions. To expand the 
pool of diverse suppliers from which we can source vendors, we engage in focused out-
reach to MWBEs and small businesses. We also build relationships with community 
partner organizations that support and help train MWBEs.

To enhance the impact of our supplier diversity efforts, we realigned our program 
structure in 2020 to focus on promoting a vigorous competitive process and creating 
more opportunities for diverse vendors. Our new strategy has three guiding principles:  
 . Expand opportunities and spending for diverse suppliers. 
 . Build our capacity to develop diverse suppliers. 
 . Increase the visibility of our supplier diversity activities.

Successes 
OUR EFFORTS TO ENGAGE diverse suppliers showed progress in 2020 despite a de-
crease in overall procurement spending. The Dallas Fed’s total diverse spend reached 
25.7 percent of total reportable spend for 2020, an increase of 1.1 percentage points 
from the previous year. For more details on our spending with MWBEs, see Appendix 1. 

Outreach activities for potential sup-
pliers helped extend our geographic reach 
and expand our network. Our supplier 
diversity team participated in two virtu-
al business opportunity fairs and added 
more than 50 MWBEs to our vendor da-
tabase. Of these new vendors, 11 were 
invited to bid in 2020, with nine award-
ed contracts in the categories of contract 
staffing services and other management 
consulting services. 

To track bidding opportunities, we 
developed a supplier diversity metrics 
dashboard. Our supplier diversity team 
uses the dashboard to identify events or 
opportunities and devise new strategies 
to incorporate more diverse suppliers. 

The COVID-19 pandemic necessitat-
ed a shift to virtual events for supplier 
outreach and technical assistance but al-
so created new opportunities to connect 
with diverse suppliers of personal protec-
tive equipment. 

BY the 
NUMBERS 25.7%

of total spend was with minority- and 
women-owned businesses

new minority- and women-
owned businesses in our 

vendor database50
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Expanding Supplier Opportunities  
Our improved vendor database and robust partnerships with certifying agencies and 
councils proved valuable when business opportunities arose in response to COVID-19. 
Our procurement team was able to quickly identify diverse supplier candidates for per-
sonal protective equipment. 

To gather additional perspectives on vendor opportunities and build connections 
with minority communities, our supplier diversity team consulted with members of 
the Dallas Fed’s ERGs. 

Building Capacity  
Engagement across the district helped our supplier diversity team expand its reach in-
to new communities. At the Houston Branch, the team presented during the Houston 
Minority Supplier Development Council Finance Symposium in February 2020; this 
resulted in the addition of 25 Houston-area diverse suppliers to our vendor database. 

In El Paso, we partnered with the El Paso Hispanic Chamber of Commerce to plan an 
event on doing business with the Dallas Fed (which was canceled due to the pandemic). 
We continue to consult with the chamber on El Paso-area vendors for sourcing requests. 

To engage with Dallas-area small business owners and entrepreneurs, we partnered 
with Dallas College and the Dallas Independent School District to host a session for the 
Small Business Forum Virtual Series.

Increasing Visibility  
To identify ways to better engage internal departments in sourcing through diverse 
suppliers, we are forming a Supplier Diversity Advocacy Group of stakeholders. These 
stakeholders identify improvements to the Supplier Diversity Program and facilitate 
communication about meeting business needs using diverse suppliers. 

2020 SPENDING 
with DIVERSE SUPPLIERS

Looking at dollar amounts, 78 percent of our total diverse spend of $9,482,378 comes from 

these top five commodity categories:

Analysis of this category information helps support a more proactive approach to sourcing. 

Departments whose spending falls into these categories will be prioritized as internal strategic 

partners. To help create vendor opportunities, our procurement and supplier diversity teams 

will engage with these strategic partners to gain insight on upcoming opportunities and conduct 

a more detailed analysis of recurring goods and services.

Top commodity categories Total diverse 
spend ($)

Total diverse 
spend (%)

Food and nutrition services 2,322,589 24

Building support services 2,021,124 21

Computer equipment and accessories 1,465,488 15

Human resources services 1,384,048 15

Commercial or industrial construction 272,211 3

Responding to the Pandemic  
The economic and social impact of the 
COVID-19 pandemic required us to reas-
sess and reconfigure outreach strategies. 
Our supplier diversity team members 
joined webinars to learn what other 
partner organizations were doing to pro-
vide technical assistance and education 
in the new environment, and we  transi-
tioned from in-person supplier events to 
virtual ones. 

We engaged with the Woman’s Busi-
ness Council–Southwest and the Dallas/
Fort Worth Minority Supplier Devel-
opment Council on a weekly basis to 
connect with additional vendors of per-
sonal protective equipment and created 
lists of companies that could expedite 
supplies for distribution. 

We also created a special mailbox for 
the supplier diversity team to address 
and respond to emails within a seven-day 
service window. Most emails were han-
dled within one or two days during the 
onset of the pandemic, and this continues 
to be the usual turnaround.

Challenges  
WOMEN- AND MINORITY-owned small 
businesses have been disproportionately 
affected by the pandemic; some estimate 
30 percent have gone out of business. We 
will increase our efforts to support those 
that remain with education and techni-
cal assistance to help them recover and 
build resilience. 

We are making significant progress 
in increasing opportunities and spend-
ing for minority and women suppliers, 
but challenges remain. The complexity 
of Federal Reserve System supplier on-
boarding requirements can be a barrier, 
so we continue to educate potential ven-
dors and assist them with our process.

Next Steps  
 . Include diversity scoring criteria in the sourc-

ing process to help expand opportunities for 

diverse suppliers. 
 . Conduct events through each branch office to 

build program capacity by increasing aware-

ness of business opportunities with the Dallas 

Fed and providing technical assistance to po-

tential suppliers. 
 . Increase involvement with minority and 

women’s chambers and councils to cultivate 

relationships with minority suppliers. 
 . Build internal awareness of supplier diversi-

ty programs to expand business opportunities 

for potential vendors.

O U R  S U P P L I E R S
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Financial Literacy 
and Outreach

We work in the community to promote equitable access to 

resources and opportunities so all people can participate in the 

economy and prosper. Our efforts extend to education, outreach, 

collaborative leadership and volunteer service.

MANY RESIDENTS of our district—
disproportionately those in minority 
communities—face barriers that make 
it hard to get ahead. To address opportu-
nity gaps, we identify issues that affect 
economic inclusion and bring the com-
munity together to find solutions. Our 
goal is to ensure the benefits of a strong 
economy are available to everyone.

Promoting Economic Inclusion 
COMMUNITY LEADERSHIP is a stra-
tegic priority at the Dallas Fed that 
emphasizes a comprehensive approach 
to advancing economic inclusion. 

Our education programs support 
economic participation by providing re-
sources and training for educators to help 
students understand the economy, learn 
financial skills and plan for college and 
careers. We give special attention to ad-
dressing the needs of majority-minority 
schools and underserved communities. 

Our community development activities 
promote equitable access to economic 
resources and opportunities with an em-
phasis on lower-income populations and 
minority communities. We focus on is-
sues that affect economic resilience and 
mobility such as workforce development, 
educational attainment, digital inclusion 
and access to financial services. 

Other outreach functions contribute to 
improving diversity and inclusion in the 
banking sector and building connections 
with minority and women business lead-
ers. Our volunteer programs encourage 
employees to engage in community ser-
vice that advances economic inclusion 
and supports majority-minority schools. 

In 2020, the devastating impact of the 
pandemic and the heightened focus on 
racial equity increased demand for our 
resources and leadership in these areas. 
The shift to virtual platforms in business 
and education emphasized the urgency 

of our ongoing work on digital inclusion 
even as it significantly expanded the 
reach of our programs.

Successes  
IN 2020, our financial literacy programs 
reached more than 97,500 students 
at OMWI-designated schools (those 
serving all-girl or majority-minority pop-
ulations). This represented a more than 
100 percent increase over 2019, facili-
tated by the move to a virtual platform. 
Our summer professional development 
program for educators offered 325 cred-
it hours of virtual, on-demand training, 
which allowed educators in geograph-
ically remote locations to participate. 
Sixty-seven percent of participants teach 
at majority-minority schools. 

Virtual delivery of programming broad-
ened the reach of all our outreach efforts 
and improved our ability to engage oth-
er OMWI-targeted audiences across the 
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district. Our community engagement 
teams in each office focused on connect-
ing with small businesses and MWBEs to 
understand their economic concerns and 
the impact of the pandemic. 

Our community development func-
tion shared expertise in critical areas 
that included addressing racial inequity, 
expanding broadband access, CRA guid-
ance on the pandemic and resources for 
small businesses, households and com-
munities affected by the pandemic.  

Advance Together—the Dallas Fed’s 
initiative to promote economic inclu-
sion through cross-sector, collaborative 
leadership—completed its first phase, 
providing guidance and training to nine 
community partnerships in Texas on 
community engagement, racial equi-
ty, and strategies to connect people with 
jobs and education.

Financial Literacy  
and Economic Education 
OUR ECONOMIC education function 
continued to support educators in teach-
ing economics and personal finance. In 
2020, we provided professional develop-
ment and classroom-ready resources for 

educators and reached more students 
than ever, including the 97,500 students 
in OMWI-designated schools.  

Special outreach programs bring stu-
dents from majority-minority schools 
to the Dallas Fed to help them prepare 
for college and career decisions. Early in 
2020, we hosted 50 high school juniors 
and seniors from Uplift Infinity College 
Preparatory School, one of 40 public 
charter schools across North Texas that 
serve nearly 19,000 primarily lower-in-
come students. Activities included 
personal financial education and a career 
panel featuring Dallas Fed staff members.  

To more effectively deliver finan-
cial education in communities across 
our district, we developed a new Finan-
cial Education Program that will launch 
in April 2021. A collaborative initia-
tive among our outreach functions and 
nonprofit and education partners, it is 
designed to increase access to financial 
education for minorities, women and 
lower-income communities.

Financial Literacy Resources 
The Dallas Fed produces and distributes 
two publications that promote financial 

literacy, budgeting, and college and ca-
reer readiness. 

Building Wealth is a personal finan-
cial education resource that teaches 
wealth-building strategies. Designed for 
use by students and teachers as well as 
consumers and community leaders, the 
print publication is available in English 
and Spanish. A suite of 12 lesson plans in 
English is available online and includes 
an instructor component that aligns with 
state standards. Nearly 35,000 print cop-
ies of Building Wealth were distributed in 
2020, along with 2,000 downloads of the 
publication and 600 of the lesson plans. 

Navigate: Exploring College and Ca-
reers introduces seventh- to ninth-grade 
students to career and college options. 
It allows them to evaluate different edu-
cational opportunities after high school, 
research the cost of postsecondary edu-
cation, learn about budgeting for college 
and explore types of financial aid. Near-
ly 96,000 print copies were distributed in 
2020, along with 7,800 downloads. 

To better engage student learners, we 
are redesigning the Building Wealth 
classroom materials with improved les-
son plans, updated interactive elements, 

T H E  D E VASTAT I N G  I M PAC T  O F  T H E  

PA N D E M I C  A N D  T H E  H E I G H T E N E D  F O C U S  O N 

R AC I A L  E Q U I T Y  I N C R E AS E D  D E M A N D  F O R 

O U R  R E S O U R C E S  A N D  L E A D E R S H I P.

Above:
Building Wealth, our personal financial education 
resource, is used by students and teachers as well 
as consumers and community leaders. The print 
publication is available in English and Spanish, and 
lesson plans for teachers are available online.

O U R  C O M M U N I T Y
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a new scaffolded instructional approach 
and a variety of learning assessments 
for students. Updated lessons will be re-
leased to the Building Wealth website 
through 2021.

Diversity in Economics 
Our Economic Education team contin-
ued to offer programming to support 
diversity and inclusion in the field of eco-
nomics. The Dallas Fed partnered with 
the Federal Reserve Economic Education 
group to host two nationwide webinars 
on strategies for discussing race in the 
economics classroom and on the impor-
tance of diverse perspectives in the field 
of economics. Eleventh District educators 
accounted for 80 of 720 registrants. 

We are also evaluating our own resourc-
es through a racial equity lens to ensure 
they are culturally relevant to students in 
majority-minority schools and communi-
ties. To support this effort, our Economic 
Education team is forming partnerships 

with Urban Teachers Dallas, a teacher ed-
ucation program that serves high-need, 
majority-minority public schools, and 
with educators in northern Louisiana and 
southern New Mexico.

Community Development 
and Outreach 
WITH AN ONGOING FOCUS on eco-
nomic inclusion and racial equity, our 
Community Development team played a 
key role in addressing the impact of the 
pandemic on lower-income individuals, 
families and communities, which are dis-
proportionately Black and Hispanic. 

Our research, programming and com-
munications are informed by the Federal 
Reserve System’s Racial Equity Learning 
Community (RELC), which was formed 
in late 2019 to foster collaboration, share 
knowledge and develop a framework and 
strategies to advance a racial equity fo-
cus in community development activities. 
This initiative is driving an expanded 

discussion of racial equity and its impor-
tance to our economic mission across 
the Federal Reserve. Dallas Fed staff are 
active in RELC and contributed to the 
framework development. 

Through our online platform, Dallas 
Fed Communities, we shared informa-
tion to help communities address the 
economic impact of COVID-19. This in-
cluded an overview of CRA guidance for 
bankers and a snapshot of communi-
ty resources for households, displaced 
workers and small businesses. 

Our ongoing efforts to help close the 
digital divide took on new urgency due 
to the rapid move to remote work and 
schooling. To help communities address 
the need for internet connectivity, we re-
leased a brief guide to immediate actions 
local governments could take to im-
prove the availability and affordability of 
broadband. Our staff advised communi-
ty leaders across the district, including in 
San Antonio, Dallas, El Paso and Browns-
ville, on implementing projects to expand 
broadband access. 

Other activities included outreach to 
small business intermediaries to learn how 
the COVID-19 crisis was impacting small 
business owners in Texas and to gather 
feedback on the Paycheck Protection Pro-
gram (PPP). We released two stories on 
small businesses’ experience during the 
pandemic and a study that examined the 
distribution of PPP loans in Texas by de-
mographic, geography and industry. 

In partnership with the Veteran Wom-
en’s Enterprise Center, we conducted 
an assessment of the establishment, 
development and outcomes of wom-
en-veteran-owned businesses in the 
Dallas–Fort Worth area and shared find-
ings in a report.

Advance Together 
We completed the first phase of Ad-
vance Together, our initiative to promote 
economic inclusion through cross-sec-
tor, collaborative leadership. Pivoting 
to a virtual format, we provided guid-
ance and training to nine community 
partnerships in Texas on community 
engagement, racial equity, and refining 
strategies to connect people with jobs 
and education. After an application pro-
cess, four partnerships were chosen by 
an independent external selection com-
mittee to move into the second phase 
in 2021 and implement their plans 
to improve workforce and education 

Communities prosper when everyone can move forward.

Below: Advance Together promotes economic inclu-
sion through cross-sector, collaborative leadership. 
In 2020, we provided guidance and training to nine 
community partnerships across Texas.

O U R  C O M M U N I T Y
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outcomes for lower-income people, in-
cluding women and minorities. 

Other Outreach 
Outreach teams in each office led efforts 
to connect with women and minori-
ty business and community leaders. 
They engaged with approximately 50  
OMWI-related groups such as local Black 
and Hispanic chambers and women’s pro-
fessional organizations to gather insights 
on how small businesses and MWBEs 
were faring through the pandemic. Fi-
nancial industry outreach staff connected 
with leaders of minority depository insti-
tutions (MDIs) across the district. 

Highlights included hosting roundta-
bles for small business owners, minority 
business leaders and women business lead-
ers and partnering with Dallas College 
to host a webinar series on economic is-
sues and recovery from the pandemic. 
Separate sessions focused on small busi-
nesses, Black-owned businesses and 
women business leaders.

Employee Volunteerism 
OUR DALLAS Fed volunteer policy al-
lows employees to volunteer during the 
workday to support economic inclu-
sion efforts in the community. Due to 
the pandemic, our volunteer program 
has supported only virtual opportuni-
ties since spring 2020. Employees logged 
over 600 volunteer hours for the year. 

Activities included working with char-
itable organizations in Dallas, El Paso, 
Houston and San Antonio to provide 
support to hospitalized community mem-
bers, seniors, homeless children, first 
responders and essential workers. For 
the National Day of Service and Remem-
brance, employee volunteers participated 
in racial equity interviews. 

As volunteer technology mentors with 
Bold Idea, 18 Dallas and El Paso employ-
ees met weekly with 16 fourth-grade 
students at a majority-minority elemen-
tary school in Dallas to help them learn 
computer science. While the program 
was designed for the classroom, our vol-
unteers successfully switched to a virtual 
format to guide the students.  

Challenges  
WE MUST ENSURE that our education-
al resources are culturally relevant to the 
communities that will use them and that 
our presentation of financial and eco-
nomic history is inclusive.  

While virtual programming has expanded our reach, not all of our educational re-
sources are in a digitally accessible format and compatible with virtual instruction. 

As we reach new audiences on virtual platforms, the digital divide continues to 
isolate many residents of our district. We must ensure we are adequately meeting 
community needs where lack of access to reliable, high-speed internet makes virtual 
outreach less effective. 

Next Steps  
 . Expand access to financial education programming. 

 »Release updated Building Wealth resources, including a self-paced e-learning option to expand 

its usefulness for job training programs and nontraditional classrooms.  
 » Increase outreach to deliver financial and economic education in majority-minority communi-

ties and geographically remote areas. 
 . Promote community collaboration to reduce barriers to economic opportunity. 

 » Educational attainment and workforce readiness: Commence the second phase of Advance To-

gether, which will provide training, external funding and technical assistance over three years to 

four community partnerships in Texas. 
 » Digital inclusion: Partner with community leaders and broadband experts to pilot projects that 

help close the digital divide in Texas communities. 
 . Increase the focus on racial equity in our research, programming and communications. 

 » Build on RELC principles to increase engagement and collaboration on racial equity issues. 
 »Complete a comprehensive review of the Dallas Fed’s exhibits, displays and educational materi-

als to ensure they reflect an inclusive culture. 
 . Advance diversity and inclusion in the banking sector. 

 » Increase the participation of minority and women bankers in professional development oppor-

tunities such as the Dallas Fed’s Banking on the Leaders of Tomorrow program. 
 »Provide technical assistance to MDIs and other banking institutions.

97,500

140,000 

50

students reached at  
OMWI-designated schools

events with minority and 
women’s business groups

financial literacy resources 
shared (publications)

BY the 
NUMBERS

O U R  C O M M U N I T Y
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Appendix 1 
OMWI Core Metrics Report 

       

Category Description Measure 2016 2017 2018 2019 2020

Workforce 
Diversity

Senior Executives Total # 12 18 18 17 19

% Minorities 8.0% 17.0% 17.0% 23.5% 21.0%

% Women 50.0% 44.0% 44.0% 35.3% 32.0%

Mid-Level Managers Total # 229 226 235 236 234

% Minorities 37.0% 38.0% 37.0% 38.6% 41.3%

% Women 38.0% 37.0% 37.0% 36.4% 41.0%

Professionals Total # 624 625 637 655 692

% Minorities 46.0% 50.0% 53.0% 54.2% 54.4%

% Women 50.0% 47.0% 47.0% 47.0% 46.0%

Total External Hires Total # 176 83 124 119 102

% Minorities 40.0% 53.0% 71.0% 50.0% 59.0%

% Women 52.0% 39.0% 44.0% 43.0% 43.0%

Total Interns Total # 46 40 44 51 40

% Minorities 38.0% 45.0% 41.0% 48.0% 45.0%

% Women 43.0% 45.0% 43.0% 56.0% 40.0%

Overall Bank Turnover Rate % 8.0% 6.6% 8.9% 5.7% 4.0%

Supplier 
Diversity

Total Reportable Spend1 $ (millions) $49.17 $41.86 $45.46 $48.11 $36.84 

Total Diverse Spend2 $ (millions) $4.17 $6.68 $9.49 $11.83 $9.48 

% 8.48% 15.96% 20.88% 24.59% 25.74%

Minority-owned3 $ (millions) $2.53 $5.44 $8.29 $9.43 $8.11 

% 5.15% 13.00% 18.24% 19.61% 22.02%

Minority-owned (men) $ (millions) $1.52 $4.33 $6.30 $7.87 $6.18 

% 3.09% 10.34% 13.86% 16.36% 16.77%

Minority-owned (women) $ (millions) $1.02 $0.99 $1.99 $1.56 $1.93 

% 2.07% 2.37% 4.38% 3.24% 5.25%

Women-owned3 $ (millions) $2.65 $2.35 $3.19 $3.96 $3.30 

% 5.39% 5.61% 7.02% 8.23% 8.96%

Women-owned (nonminority) $ (millions) $1.63 $1.35 $1.20 $2.40 $1.37 

% 3.32% 3.23% 2.64% 4.99% 3.72%

Women-owned (minority) $ (millions) $1.02 $0.99 $1.99 $1.56 $1.93 

% 2.07% 2.37% 4.38% 3.24% 5.24%

1 For years 2018 through 2020, Total Reportable Spend for the Eleventh District does not include electricity costs for the Dallas and Houston offices.
2 Total Diverse Spend = minority-owned (men) + minority-owned (women) + women-owned (nonminority).
3 Women-minority numbers are included in both Minority-owned and Women-owned totals. 

Category Description 2020
1 Measures report only those OMWI students and teachers who 

participate in or are reached through programs that have a financial 

literacy focus.
2 Students who attended in-person programs and enrolled in online 

programs.
3 Educators who attended in-person programs and enrolled in online 

professional development programs.
4 Students reached through educators using a common multiplier of 75.

Financial Literacy1

Programs:
• Teacher-centric
• Student-centric
• Hybrid

Number of OMWI students reached in 
person and online2 (Hybrid) 300

Number of OMWI educators reached 
in person and online3 (Hybrid)

1,300

Number of OMWI students reached 
through educators4 (Hybrid)

97,500
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Appendix 2 
2020 EEO-1 Consolidated Report

As of December 31, 2020

White
Black or 
African 

American

Hispanic or 
Latino

Native 
Hawaiian 
or Pacific 
Islander

Asian

American 
Indian or 
Alaskan 
Native

Two or More 
Races

Total
Total 
by %

M F M F M F M F M F M F M F

Executive/
Sr. Officials & 
Mgrs.

10 5 1 1 1 1 19 1.47%

First/Mid 
Officials & 
Mgrs.

82 56 20 14 29 13 8 11 1 234 18.06%

Professionals 180 135 50 87 68 58 1 70 32 1 1 6 3 692 53.40%

Technicians 1 1 0.08%

Sales Workers 1 1 0.08%

Administrative 
Support 9 22 7 31 8 26 3 1 1 108 8.33%

Craft Workers 16 3 15 1 35 2.70%

Operatives 15 2 4 15 30 7 1 2 1 77 5.94%

Laborers & 
Helpers 2 3 4 1 1 11 0.85%

Service 
Workers 23 4 38 12 31 4 6 118 9.10%

Total 338 224 126 160 187 109 0 1 87 48 2 2 6 6 1,296 100.00%

Total by % 26.08% 17.28% 9.72% 12.35% 14.43% 8.41% 0.00% 0.08% 6.71% 3.70% 0.15% 0.15% 0.46% 0.46%
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Director
Categories

Current
Directors

Race/Ethnicity

Hispanic or
Latino

Non-Hispanic/Latino

White
Black or 
African 

American
Asian

Native 
Hawaiian or 

Other Pacific 
Islander

American 
Indian or 

Alaska Native

Two or More 
Races

All M F M F M F M F M F M F M F M F

Reserve Bank Directors

Class A (Total Positions 3)

By total 3 2 1 1 1 1

By percent 100% 67% 33% 33% 0% 33% 33% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0%

Class B (Total Positions 3)

By total 3 2 1 1 2

By percent 100% 67% 33% 0% 0% 0% 33% 67% 0% 0% 0% 0% 0% 0% 0% 0% 0%

Class C (Total Positions 3)

By total 3 2 1 1 2

By percent 100% 67% 33% 0% 33% 67% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0%

Branch Directors

Branch Directors, appointed by Reserve Bank (Total Positions 12)

By total 12 8 4 1 2 5 2 1 1

By percent 100% 67% 33% 8% 17% 42% 17% 8% 0% 8% 0% 0% 0% 0% 0% 0% 0%

Branch Directors, appointed by Board of Governors (Total Positions 9)

By total 9 4 5 2 1 1 2 1 2

By percent 100% 44% 56% 22% 11% 11% 22% 11% 22% 0% 0% 0% 0% 0% 0% 0% 0%

Totals

All Reserve Bank Directors (Total Positions 9)

By total 9 6 3 1 1 3 2 2 0 0 0 0 0 0 0 0 0

By percent 100% 67% 33% 11% 11% 33% 22% 22% 0% 0% 0% 0% 0% 0% 0% 0% 0%

All Branch Directors (Total Positions 21)

By total 21 12 9 3 3 6 4 2 2 1 0 0 0 0 0 0 0

By percent 100% 57% 43% 14% 14% 29% 19% 10% 10% 5% 0% 0% 0% 0% 0% 0% 0%

All Reserve Bank and Branch Directors (Total Positions 30)

By total 30 18 12 4 4 9 6 4 2 1 0 0 0 0 0 0 0

By percent 100% 60% 40% 13% 13% 30% 20% 13% 7% 3% 0% 0% 0% 0% 0% 0% 0%

Appendix 3 
Bank and Branch Directors

As of January 1, 2021

NOTES: Reserve Bank directors are elected or appointed to three-year, staggered terms (see www.federalreserve.gov/aboutthefed/directors/about.htm for more 
information). This report includes directors who were appointed or elected in 2020 to terms that began on Jan. 1, 2021, as well as directors who are currently serving in 
existing terms. Directors are given the option to self-identify their race/ethnicity.          
        




