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BACKGROUND ON  
ATL ACTION FOR RACIAL EQUITY
Metro Atlanta has long been considered the “cradle” of the U.S. Civil Rights movement. 
The region currently covers 29 counties with an aggregate population of over 6 million.3  
MAC’s population snapshot4 shows that for 2019, 33.6 percent of the region’s population 
identified as Black or African American. Despite the region’s robust Black community and 
its civil rights history, systemic racism remains prevalent.

In the wake of the tragic George Floyd killing in May 2020 and the racial reckoning that 
followed across the U.S., the Metro Atlanta Chamber, in partnership with PwC, started 
laying the groundwork to launch an initiative to advance racial equity in the region by 

“leveraging the size and scale of the business community.”5 MAC compiled the data and 
engaged with leaders and stakeholders in the metro Atlanta business community to 
define four key areas to focus on: Corporate Policies, Inclusive Economic Development, 
Education, and Workforce Development. PwC provided strategic support and guidance in 
assistance with the development and launch plan for each of the AARE playbooks.

In February 2021, MAC launched the ATL Action for Racial Equity initiative.6 This is a 
multi-year effort designed to “address and dismantle the effects of systemic racism in 
the region,” specifically in metro Atlanta’s Black community. MAC also engaged with the 
region’s business community to curate a set of actions or “playbooks” to drive impact 
through these 4 key focus areas. These Playbooks are available as a resource to utilize 
in your organization’s racial equity journey. They also identify specific KPIs for each focus 
area that MAC will measure and monitor over time.

MAC sent out its inaugural assessment to over 250 businesses who pledged to 
participate in the ATL Action for Racial Equity initiative in the Fall of 2021 (“2021 
Assessment”). This assessment was created in partnership with Kanarys as a Joint 
Research Project. The goal was to establish baseline reference points and will be 
assessed annually to measure goals and progress. Survey questions were developed 
based on the KPIs that MAC identified in the Playbooks for each of the 4 key focus areas. 
The Playbooks can be accessed directly here:
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http://www.kanarys.com
https://www.metroatlantachamber.com/resources/reports-and-information/executive-profile
https://uploads-ssl.webflow.com/5fff3be8cd939f2b6d4ec49d/61647ea09b53501c6bba5256_ATL_Action_for_Racial_Equity_Playbook_Corporate_Policies_Sept272021.pdf
https://uploads-ssl.webflow.com/5fff3be8cd939f2b6d4ec49d/61647ea09b53501c6bba5256_ATL_Action_for_Racial_Equity_Playbook_Corporate_Policies_Sept272021.pdf
https://uploads-ssl.webflow.com/5fff3be8cd939f2b6d4ec49d/61647ea09b53501c6bba5256_ATL_Action_for_Racial_Equity_Playbook_Corporate_Policies_Sept272021.pdf
https://uploads-ssl.webflow.com/5fff3be8cd939f2b6d4ec49d/61647f900b55a3e17103687a_ATL_Action_for_Racial_Equity_Playbook_Inclusive_Economic_Development_Sept272021_(1).pdf
https://uploads-ssl.webflow.com/5fff3be8cd939f2b6d4ec49d/61647f900b55a3e17103687a_ATL_Action_for_Racial_Equity_Playbook_Inclusive_Economic_Development_Sept272021_(1).pdf
https://uploads-ssl.webflow.com/5fff3be8cd939f2b6d4ec49d/61647f900b55a3e17103687a_ATL_Action_for_Racial_Equity_Playbook_Inclusive_Economic_Development_Sept272021_(1).pdf
https://uploads-ssl.webflow.com/5fff3be8cd939f2b6d4ec49d/61647fe83330ebe8ba11c777_ATL_Action_for_Racial_Equity_Playbook_Education_and_Workforce_Development_Sept272021.pdf
https://uploads-ssl.webflow.com/5fff3be8cd939f2b6d4ec49d/61647fe83330ebe8ba11c777_ATL_Action_for_Racial_Equity_Playbook_Education_and_Workforce_Development_Sept272021.pdf
https://uploads-ssl.webflow.com/5fff3be8cd939f2b6d4ec49d/61647fe83330ebe8ba11c777_ATL_Action_for_Racial_Equity_Playbook_Education_and_Workforce_Development_Sept272021.pdf
https://uploads-ssl.webflow.com/5fff3be8cd939f2b6d4ec49d/61647fe83330ebe8ba11c777_ATL_Action_for_Racial_Equity_Playbook_Education_and_Workforce_Development_Sept272021.pdf
https://uploads-ssl.webflow.com/5fff3be8cd939f2b6d4ec49d/61647fe83330ebe8ba11c777_ATL_Action_for_Racial_Equity_Playbook_Education_and_Workforce_Development_Sept272021.pdf
https://uploads-ssl.webflow.com/5fff3be8cd939f2b6d4ec49d/61647fe83330ebe8ba11c777_ATL_Action_for_Racial_Equity_Playbook_Education_and_Workforce_Development_Sept272021.pdf
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ASSESSMENT OVERVIEW
The path to racial equity is about progress, not perfection. The following is a high-level 
overview of strengths and areas of opportunity that Kanary’s determines from is data 
analysis. Please refer to the 2021 Assessment Report for additional details. Ultimately, 
that data shows that metro Atlanta’s businesses are at the forefront of implementing 
DEI strategies but there are also various areas of opportunity the region can home in on 
collectively to accelerate and advance racial equity.

http://www.kanarys.com
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OVERALL STRENGTHS
CORPORATE POLICIES
There is a lot to celebrate in the area of Corporate Policies. For example, 70 percent have 
a designated DEI leader, 55 percent conduct pay equity assessments and 68 percent 
conduct DEI training. It follows that the majority (74 percent) already have a DEI strategy in 
place, with the full support from senior leadership. In addition, there was strong tracking 
of demographics, hiring rates, and DEI performance objectives.

•  82% track employee demographics, specifically representation of Black workforce 

•  74% have a DEI strategy and gained buy-in from senior leaders

•  74% review job descriptions and interview questions for inclusive language

• 70% have designated a DEI leader

•  68% have implemented DEI training within their Atlanta-based operations

•  62% have established DEI performance objectives within organization

•  59% have their DEI leader report to a senior executive 

• 55% have assessed pay equity across race

•  52% track hiring rates of Black talent

http://www.kanarys.com


5

The number of formal supplier diversity 
programs has been on the rise in the  
last 12 months. 21 percent of supplier 
diversity programs have been 
established within that time frame.
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INCLUSIVE ECONOMIC DEVELOPMENT
Eighty percent of Fortune 1000 companies headquartered in metro Atlanta already have 
a formal supplier diversity program in place. In addition, the number of formal supplier 
diversity programs has been on the rise in the last 12 months. 

•  80% of participating Fortune 1000 companies headquartered in Atlanta have 
established a formal supplier diversity program

•  42% have established partnerships with local organizations to support Black 
entrepreneurs and founders

http://www.kanarys.com
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EDUCATION
Generally, more than 50 percent of the organizations participating in the 2021 Assessment 
engage in sponsoring (via donations or promotions) and in partnering with early education 
programs, organizations and/or schools serving under-represented groups. 

•  59% have partnered with Title I or majority-Black K–12 schools seeking a STEM/
STEAM certification in various ways 

•  58% support organizations in the region that assist students from under-resourced 
communities in preparing for/completing college and beyond (e.g., Cristo Rey and 
Junior Achievement of GA)

•  55% encourage and support their leadership and management staff to participate 
in advisory boards

•  51% have sponsored early education programs or organizations serving Black 
families (i.e., by donating and/or promoting the organization or program)

http://www.kanarys.com
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WORKFORCE DEVELOPMENT
The Workforce Development Playbook focuses on increasing access to employment (in 
order to increase labor force participation of Black workers) and how to invest in Black 
workers through upskilling, re-skilling and professional development opportunities.  
For instance, a wide range of attractive benefits are being offered to full-time and part-
time employees in the region, including childcare and family benefits. In addition, the 
majority of organizations indicated they have specific measures to increase access 
to employment in the region as well as specific measures to develop entry-level and 
hourly workers in their careers.

•  85% offer benefits to full-time employees such as:
  • Paid sick leave  • Flexible spending account for child care
  • Healthcare   • Paid family-time
  • Paid parental leave  • Tuition reimbursement
  • Retirement benefits  • Dependent care assistance plans
  • Unemployment benefits

•  54% offer a range of the above benefits to part-time employees 

•  71% offer other childcare and family benefits such as:
  • Childcare assistance  • Financial wellbeing tools
  • Flexible work schedule • Employee assistance programs
  • Extended parental benefits • Domestic partner benefits 
  • Adoption assistance

•  80% have implemented specific measures to increase access to employment such as:
  • Adopting flexible work policies
   •  Updating job descriptions to be skills-based instead of based on 

credentials or college degrees
    •  Eliminating unnecessary screening barriers (e.g, credit checks and 

criminal background checks)
    •  Mitigating childcare challenges by offering on-site or near-site child care 

or subsidizing the cost of child care
   •  Subsidizing the cost of internet access for remote employees
   •  Subsidizing transportation costs
   •  Implement employer-assisted housing program

•  74% have specific measures in place to invest in current talent such as 
mentorship and sponsorship opportunities for employees and pathways for entry 
level and hourly workers

http://www.kanarys.com
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OVERALL AREAS OF OPPORTUNITIES  
AND ACTION ITEMS TO CONSIDER
CORPORATE POLICIES
A deeper dive into the data shows ample opportunity to address internal policies and 
practices, such as ensuring the designated DEI leader reports to senior executives (if not 
the CEO), working to increase representation of Black professionals in the C-Suite and 
leadership roles, and expanding recruiting and advancement strategies for Black talent. 

The following is a list of areas of opportunities, and best practices for businesses to consider, 
in ensuring your corporate policies are DEI-focused and sustainable to advance racial equity:

•  A majority of businesses (59 percent) have a designated DEI leader who report 
to senior executives in the C-Suite, but only 33 percent report to the CEO. Further, 
15 percent report to the CHRO or CPO and 11 percent report to someone else in 
the C-Suite. It is a DEI best practice to place designated DEI leaders in the C-Suite 
and/or have him or her directly report to the CEO.

•  Representation of Black professionals in the C-Suite and on the Board is too low. 
There has been progress over the past several decades, but it is slow and stagnant. 
Specifically, 43 percent of businesses have at least one Black leader in the C-Suite 
and 48 percent have a Black leader on their Board. 

•  While 49 percent have established partnerships with HBCUs in the region, this 
could be higher given the number of HBCUs in metro Atlanta and the resources 
offered by the Atlanta University Consortium. Consider expanding on partnership 
and engagement activities with HBCUs, the Atlanta University Consortium, as well 
as Georgia State University, Georgia Tech (Georgia Institute of Technology) and 
other educational or technical institutions.

•  Currently, 41 percent of the companies stated they have specific retention and 
advancement strategies for Black talent and most of these are mentorship and 
employee resource groups. Consider expanding to include other strategies, such 
as leadership development and sponsorship. 

•  There is low participation in tracking retention rates, promotion and performance 
rates and turnover rates specific to Black talent. Tracking data specific to 
Black talent is critical for accountability and identifying areas of opportunity for 
improvement in efforts to achieve progress. 

•  While 55 percent assess pay equity among race within Atlanta-based operations, 
there is still an opportunity for businesses to increase transparency and improve 
retention of Black talent through recommendations provided above and the 
Corporate Policies Playbook.

http://www.kanarys.com
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INCLUSIVE ECONOMIC DEVELOPMENT
Having a formal supplier diversity program is a huge step in the right direction and the 
region is showing a positive trend with 80 percent of Fortune 1000 organizations with 
headquarters in the region having a supplier diversity program. However, businesses in 
the region need to improve supplier diversity tracking to ensure organizations are being 
inclusive in their procurement and engagement with Black business owners or founders:

•  There is low participation in supplier diversity tracking. For example, only 37 
percent of companies are tracking diverse spending and underrepresented 
suppliers, and 4 percent track underrepresented suppliers by revenue class.1  
A more granular approach to tracking procurement with Black-owned suppliers 
will help widen impact.  

•  42 percent of the companies have established partnerships with incubators, 
accelerators or support organizations for Black entrepreneurs with most 
organizations participating in or facilitating in panels, seminars or workshops, 
or serving as a mentor to these organizations. There are other opportunities to 
support Black entrepreneurs such as pro bono work, sponsoring/funding a project, 
or establishing banking relationships with Black-owned banks.

Photo Credit: The Gathering Spot ATL

http://www.kanarys.com
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EDUCATION
There are several areas of opportunity with respect to investment in early childhood, 
post-secondary education, and career learning opportunities including on-site visits, 
mentorship, and internships. In particular, the following are some action items or best 
practices to consider:

•  Only 10 percent of companies have adopted recommendations from the Georgia 
Early Education Alliance for Ready Students (GEEARS) Business Toolkit. Consider 
incorporating these recommendations into your business strategy.

•  A greater variety of experiential opportunities for post-secondary students need 
to be offered, such as mentorships or remote or hybrid internships.

•  There is a need for companies in the region to host more career opportunities 
for students from Title I schools (i.e., a public K–12 school that receives federal 
funding and has a higher proportion of low-income families whose children 
attend that school) and majority-Black K–12 schools (i.e., schools in which at 
least one-half of the student population is Black).

•  Companies should consider serving as a “lead partner” with Title I or 
majority-Black schools in their STEM (Science, Technology, Engineering 
and Mathematics) or STEAM (Science, Technology, Engineering, Arts, and 
Mathematics) certification or accreditation process. Currently, only 11 percent  
of companies serve in this capacity.

Photo Credit: Next Generation Men & Women

http://www.kanarys.com
https://geears.org/
https://geears.org/take-action/businesstoolkit/
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WORKFORCE DEVELOPMENT
On the whole, the business community needs to work collectively to close the significant 
racial wealth and unemployment gaps in metro Atlanta. These gaps remain too wide and 
have been for too long.  

•  Specifically, the unemployment rate for Black residents of metro Atlanta in 2019 
was 5.9 percent (whereas it is 3.3 percent for white residents).2

•  Further, while 67 percent of the organizations indicated they pay livable wages 
(based on the MIT living wage calculator), this does not align with the fact that the 
average household income for a Black family is $56,245 compared to $84,539 for 
a white family in metro Atlanta.3

•  Businesses can work to address these issues by implementing specific measures 
to increase access to employment (e.g., ensuring job descriptions are skills-based 
instead of based on college or credentials, eliminate unnecessary screening 
barriers, subsidize cost of housing or transportation). In addition, businesses can 
expand on their investment in current talent. While 74 percent of the participants 
indicated they have implemented measures to invest in current talent, these 
measures were mostly mentorship opportunities. There are additional measures 
to consider, such as partnering with workforce training centers. And, lastly, 
businesses must ensure livable, competitive wages are being paid.

http://www.kanarys.com
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ENDNOTES 
1  A revenue class is a user-defined category of sales (in this case, goods and services sold by a minority 
supplier). Each revenue class represents a different level of sale (<$250K, $250–$500K, $500K–$1M, 
$1–5M, $5–10M, $10M+). 

2  U.S. Census Bureau, American Community Survey: Employment Status  
(2019 ACS 1-Year Estimates for Metro Atlanta region. 

3  U.S. Census Bureau, American Community Survey: Median Income In Past 12 Months  
(2019 ACS 1-Year Estimates for Metro Atlanta).

http://www.kanarys.com
https://data.census.gov/cedsci/table?q=unemployment&g=0100000US_310XX00US12060&tid=ACSST1Y2019.S2301
https://data.census.gov/cedsci/table?q=household%20income&t=Race%20and%20Ethnicity&g=310XX00US12060&tid=ACSST1Y2019.S1903

