Feeling Like an “Odd Duck”: The Experiences of African American/Black
and Hispanic/Latin/o/a/x Planning Practitioners

ABSTRACT

Problem, research strategy, and findings: African Americans/Blacks and Hispanic/Latin/o/a/x
practitioners are underrepresented in the planning profession. This article examines these
practitioners’ experience with the climate for diversity in their workplaces. Drawing from a
survey of 3,005 APA members, we show that African Americans/Black and Hispanic/Latin/o/a/x
practitioners experience significantly higher rates of bias and discrimination than other groups.
Interviews with 24 African American/Black and Hispanic/Latin/o/a/x planners across the U.S.
reinforce the narrative that these racial and ethnic groups working in the field of planning
continue to face racism, discrimination, and microaggressions in the workplace, and this affects
the impact of their work in planning practice.

Takeaway for practice: Given the potential negative consequences of the lack of diversity and
inclusion at work along with the presence of discrimination/microaggressions, this study shows
that it is necessary not only to increase diversity in the workplace, but also to make create
inclusive work environments. Practicing planners concluded that cross-cultural communication
and anti-racist training can help planners plan with ethnically and racially diverse communities
and practice inclusivity, both in the workplace among their colleagues and in communities of
difference. But trainings will not be enough, for substantial change to occur, major shifts are

needed in the profession as a whole—including APA and ACSP.
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INTRODUCTION

The killing of George Floyd in police custody reignited nationwide demonstrations calling to end
systemic racism. Tens-of-thousands of organizations made statements committing to anti-racist
practices. In its statement, the American Planning Association (APA) reaffirmed its commitment
to create “great communities for all” (APA 2020, 1). With the goal of recognizing and
eradicating “the bad policy decisions of the past,” the APA statement also spoke about its
diversity and inclusion efforts such as its Planning for Equity Policy Guide, and the AICP Code
of Ethics (APA 2020, 1).

Here, we discuss findings from a joint APA and the Association of Collegiate Schools of
Planning (ACSP) initiative focused on assessing the climate for diversity within planning
workplaces. “Climate for diversity,” throughout this article, refers to the degree of openness or
closedness that any given organization has towards diverse individuals along the dimensions of
ACSP’s Planners of Color Interest Group (POCIG) approached APA’s and ACSP’s Diversity
Committees to propose a survey and interviews to understand the perceptions of practicing
planners around issues of diversity and inclusion in their workplaces. As a planner put it, she felt
like an “odd duck” in her work environment. This article focuses specifically on the ways in
which African American/Black and Hispanic/Latin/o/a/x' planners experience the climate for
diversity in their respective planning organizations.

We begin by reviewing literature on how planning organizations engage with and address
issues of race and ethnicity. After, we argue that embracing racial and ethnic diversity is a
necessary component to realize equity planning and discuss how interpersonal discrimination

and microaggressions manifest in the workplace, including tokenism and stereotyping. We also
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outline implications for planning practitioners and strategies that could be implemented (e.g.
cross-cultural communication and anti-racism training) not only to create an inclusive climate in
the workplace but to also further racial and ethnic equity in planning practice.

In the methods we detail our analysis of a nationwide survey of 3,005 APA members and 24
in-depth interviews with African American/Black and Hispanic/Latin/o/a/x practitioners. Seven
themes emerged from the interviews: (1) tokenism and isolation, (2) mistreatment, (3)
disrespect/mockery, (4) questioning qualifications, (5) stereotyping and profiling as aggressive,
(6) bias in hiring and promotion and, (7) strategies to address bias and discrimination. The
conclusion presents recommendations such as cross-cultural communication and anti-racist
training that planning organizations can offer to improve the climate for racial and ethnic

diversity.

LITERATURE REVIEW

Efforts Toward Racial and Ethnic Inclusion within ACSP and APA

ACSP members have long recognized that the planning profession and academy have failed to
create an inclusive climate that is conducive to attracting and retaining African Americans/Black
and Hispanic/Latin/o/a/x individuals, which hurts planning education and practice. Since the
Civil Rights Movement, Black planners have been: “[ A]n essential aspect of a larger strategy for
rapidly increasing the supply of effective black planning professionals, while at the same time
creating an American planning education process that is relevant to the ideal of a multiracial,
urban, post-industrial society” (Mitchell et al.1970, 2). Similarly, in the late 1970s
Hispanic/Latin/o/a/x planners started to offer a framework for how a younger generation of
educated planners was “willing to endorse changes oriented towards redressing the ravages of

racism on urban society” (Diaz 2005, 109).
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To further inclusion efforts in the planning academy, POCIG started to organize informal
meetings at ACSP’s 2006 annual meeting and was formally recognized as an ACSP interest
group in April 2007. The mission of POCIG is to “advance the interests and concerns of people
and communities of color within planning academia and the profession” (POCIG 2020, 1). In
2013, ACSP created a Committee on Diversity to implement the goals of a Diversity Task Force.
The Committee’s main aims include reporting to the ACSP’s Governing Board on evaluations,
strategic planning implementation, and program assistance to planning faculty and students for
assessing diversity and developing inclusive curricula (Committee on Diversity 2020).2

For the planning profession, APA’s Ethical Principles in Planning outline several important
values that planners should have that relate to diversity and equity in planning, including to:
“treat fairly and comment responsibly on the professional views of colleagues and members of
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other professions,” “contribute time and effort to groups lacking adequate planning resources,”
and “plan for the needs of disadvantaged groups and persons” (APA 2016). Supporting these
principles, APA has created several divisions, such as Latinos in Planning (LAP) and Planning
and the Black Community Division (PBCD). LAP has worked to unite

Hispanic/Latin/o/a/x planners in the profession and to identify the unique issues that affect
Hispanic/Latin/o/a/x communities (LAP 2020). LAP sponsored an initiative that resulted in a
book Didlogos: Placemaking in Latino Communities (2012), the Dialogo on the

Border Conference (2013), and a conference final report (2014). Likewise, PBCD has been
fulfilling its mission to provide “a forum for discussion, research, and action by African-
American planners, citizens, and students” for the past 40 years (PBCD 2020, 1). PBCD also

created the Hindsight Conference in 2017, 2018, and 2019 spearheaded by the APA-NYC

Diversity Committee.



Diversity and Equity in Planning

Diversity can be defined by various identities including race and ethnicity (Agyeman and
Erickson 2012; Sweet and Etienne 2011), class and gender (Lipsitz 1995; Conley 2009), sexual
orientation (Forsyth 1995), national origin and religion (Sandercock 1997), age, dis/ability, and
more (Tiarachristie 2016). Leonie Sandercock’ s writings in the 1990s advanced scholarship on
diversity by counteracting ethnocentrism in the planning profession (Sandercock 1995; 1997;
1996). Ethno-racial groups, particularly in Canada, Australia, and the U.S., are persistently
disadvantaged compared to white groupsin terms of opportunities, wealth, power, and
representation (Burayidi 2000; Qadeer 1997; Watson and McGillivray 1995). Researchers note
that diverse societies have specific demands that planners need to respond to, such as the pursuit
of spatial and distributive justice (Umemoto 2001; Thomas 1996; Laquian 1996; Agyeman and
Erickson 2012; Fainstein 2016; Heikkila 2001).

Early U.S. planning research documented institutional racism in both planning practice and
in the profession (Stafford and Ladner 1969; Hoch 1993; Checkoway 1986; Mier 1994; Grigsby
1994). Several studies have documented the intersections between race/ethnicity and class
disadvantage among African American/Black and Hispanic/Latin/o/a/x communities (Hartman
1994; Cérdova 1994). Others have documented how racial and ethnic bias in zoning has resulted
in urban renewal, redlining, disinvestment, segregation, gentrification (Garcia 2019), food
insecurity (Raja, Ma, and Yadav 2008), and environmental injustice (Forkenbrock and
Schweitzer 1999). Scholars have pointed out that living in a racially and ethnically segregated
and low-income neighborhood limits one’s educational opportunities (Frankenberg 2013; Garcia
2018). Planners and others have also addressed the issue of mass incarceration of African

American/Black and Hispanic/Latin/o/a/x but, in particular, among young males with low-



educational attainment and living in households experiencing high levels of poverty (Garcia-
Hallett et al. 2019; Simpson 2015).

Moreover, groups based on their race, ethnicity, and cultural identity have advocated for
equal opportunity, affirmative action, reparations, cultural inclusion, and governmental
intervention such as exceptions, accommodations or arrangements in planning—e.g., regional
development, enterprise zones, public service delivery, affordable housing, the elimination of
housing occupancy restrictions, and the acknowledgment of ethnic-racial enclaves (Qadeer 1997;
Heikkila 2001; Moreno-Leguizamon et al. 2015; Garcia et al. 2019). The pursuit of racial and
ethnic equity in planning practice challenges the status quo so that race no longer determines a
resident’s socioeconomic outcomes; where everyone can thrive regardless of where they live
(APA 2020). This type of planning practice must address socio-geographic inequities and ensure
marginalized racial and ethnic groups have decision-making roles (Fainstein 2016; Reece 2018)
and “clearly define policy work toward addressing specific underserved communities, and that
discuss strategies for implementation” (Zapata and Bates 2017, 423). Demands for the inclusion
of racial and ethnic diversity in planning practice have also become demands for planning equity
in education and the workplace (Sen et al. 2017; Solis 2020; Tiarachristie 2016; Sweet and
Etienne 2011; Zapata and Bates 2017; Krumholz 1990).

Discrimination and Microaggressionsin the Planning Workplace

Planners, like other professionals, experience everyday workplace discrimination based on race,
color, national origin, and other federally protected classes (Kennedy 2015; Gibson and
Fernandez 2018; Deitch et al. 2003). Many of these experiences mirror those they experienced
during their planning education (Greenlee et al. 2018; Jackson et al. 2018; Garcia et al. 2020;

Lee et al. 2020). Coworkers make racially or ethnically charged comments or actions short of



violent harassment or discrimination—that is, they perpetuate microaggressions.
Microaggressions are subtle expressions of bias towards a person from a marginalized group
where the microaggressor—colleague, supervisor or community member—is often unaware of
the harm they cause (Harwood et al. 2012; Sue et al. 2007). These actions and beliefs show up as
part of everyday interactions or as disrespectful or mocking situations (Tiarachristie 2016).
These exchanges can take place within the office or in the field and generate discomfort between
coworkers, are harmful to the work environment, and add to the daily psychological burden of
employees from marginalized groups (Almond 2019; Sue et al. 2007; Harwood et al. 2012).

African American/Black and Hispanic/Latin/o/a/x planners might also experience tokenism
—that is, their workplaces may not take diversity seriously, but instead feel they have to fulfill
quotas or other societal expectations (Olivas-Lujan 2008; Yoder, Schleicher, and McDonald
1998; Kelly 2007). Consequences of tokenism range from feelings of isolation to stereotyping,
all of which impact an individual’s performance (Flabbi et al. 2019; Wingfield and Wingfield
2014). Tokenism often morphs into depersonalization where a single individual is assumed to
represent all people of color; meanwhile, people of color tend to resist being the spokesperson
for their entire group (Garcia et al. 2020).

Furthermore, stereotyping in the planning workplace happens when planners of color are
assumed to share traits or behaviors with simplified and standardized images based on the
individual’s race or ethnicity (Tiarachristie 2016). While African American/Black women are
stereotyped as “angry,” males are profiled as “criminal predators” (Childs 2005; Welch 2007).
Profiling is often confused with stereotyping, but they are not the same: “A profile is based on
observable behavior while a stereotype is based on the internal perceptions of behavior” (Lee et

al. 2007, 1). The additional stereotype of Black/African American and Hispanic/Latin/o/a/x



workers being incompetent, also plagues the planning workplace (Tiarachristie 2016; Wu 2003).
Furthermore, there is a strong stereotype of people of color having their position only because of
affirmative action (Leslie et al. 2013).

Studies in the workplace have shown that many employees think that benefits are granted to
certain groups, regardless of their work ethic, or that hiring and promotions are made to meet a
certain quota (Oh et al. 2010; Malos 2000; Kennedy 2015; Jackson 1990). Prejudiced
assumptions result in the planner of color constantly having to prove their abilities (Tiarachristie
2016; Wu 2003). Knowing that one’s coworkers believe that African American/Black or
Hispanic/Latin/o/a/x colleagues are less deserving of their current positions leads to feelings of
insecurity and a need to defend one’s qualifications (Berry and Bonilla-Silva 2008).

In order to ameliorate some of the issues described above, several planning studies have
discussed how cross-cultural communication and anti-racist training in planning education and
the workplace can be an effective strategy (Agyeman and Erickson 2012; Jackson et al. 2018;
Sweet 2018; Angotti et al. 2011). It can be carried out by a diverse scholar from a local planning
school or a colleague practitioner who teaches in the planning office (Garcia et al. 2019).
Furthermore, as Garcia et al. (2019) propose, planning departments and the cities they serve
could create an equity plan to address issues of race and ethnicity in the office and the
community.’

Solis proposes institutionalizing racial equity in planning organizations as an analytical
framework and calls for a thorough review of the “internal rules and norms” that reproduce racial
inequity (Solis 2020, 1). These options allow employees to practice equity in the workplace and

non-work environments (Krumholz 1990; Zapata and Bates 2017; Pfeiffer 2016). This cross-



cultural and anti-racist training to address multiple publics should start in planning school and be

reinforced in the workplace (Garcia et al. 2020; Umemoto 2001).

METHODS

The research question of this article is: How do African American/Black and
Hispanic/Latin/o/a/x planners experience the cultural climate in their respective planning
organizations? Our study summarizes responses from a cross-sectional online survey conducted
from January to March 2019. The survey was distributed via email to all active APA members
and took about 20 minutes to complete. A total of 3,005 APA members out of 46,398
participated (a 6.4% response rate). Most participants were from the South (n=487) and West
(n=475) US Census regions, with roughly half those numbers from the Northeast (n=211) and
Midwest (n=249) regions. Table 1 summarizes respondents employment sector, education,
nativity, race/ethnicity, gender identity, and sexual orientation compared to the overall planner
population. More details about who participated in the research can be found in our technical
report (Jackson, Garcia, et al. 2018). Table 1 shows that 70.6% of our sample identified as
White, 4.8% identified as Asian, 7.8% identified as Black of African American, 7.3% identified
as Hispanic or Latino, 2% identified as American Indian or Alaskan Native, 3.7% identified with
another race or ethnicity, and 3.2% indicated that they preferred not to share their racial or ethnic
unique identifiers.

[Table 1]

Respondents were asked in the survey if they would like to participate in a follow-up Zoom*

interview to share in-depth experiences with diversity and climate. Potential interviewees shared

their emails on the survey—308 volunteered and 104 interviews were conducted. A total 12



African American/Black and 12 Hispanic/Latin/o/a/x planning professionals volunteered to be
interviewed. A total of 12 African Americans/Blacks participated in the study. One born in
Somalia and the rest were born in the United States. One was Black and Hispanic/Latin/o/a/x and
born in South America. The other 12 interviewees were Hispanic/Latin/o/a/x, including one who
identified as bi-racial (white and Hispanic/Latin/o/a/x). Of the Hispanic/Latin/o/a/x planners, five
were foreign-born in Peru, Venezuela, and Panama (one each) and two from Puerto Rico (a
territory of the U.S.), the rest were born in the United States.

Most of the interviewees (17) identified as male, and the rest (7) as female.” We did not link
individual survey responses to interview responses, which is a limitation of our study approach.
Pseudonyms were assigned to participants to allow for easier comparison and reporting.

Interviews were conducted between March and December 2019 and took between 20 and 60
minutes. Audio recordings were transcribed using Sonix® then edited for accuracy by

interviewers. The interview transcripts were qualitatively analyzed using Dedoose’ by four

planning educational environments as well as additional codes that came from the literature,
team conversations, and an initial codebook development geared towards practicing planners
specifically.® To ensure intercoder reliability throughout the initial data analysis we had pairs of
coders analyze the same interview (Campbell et al. 2013).° The inter-rater reliability was 90%.
We also analyzed closed-ended survey responses that focused on differences between
responses for African American/Black and Hispanic/Latin/o/a/x individuals versus other
individuals who provided racial and ethnic identifiers by summarizing descriptive statistics for

each response, visualization of response distribution data, and data disaggregation and
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description. Likert scale responses were disaggregated and analyzed by race/ethnicity. Kruskal-
Wallis tests'® were run to determine whether statistically significant differences existed in the

distribution of responses.

SURVEY FINDINGS

We first asked respondents about their workplace environment and overall support for diversity
within their organization (Table 2). Compared to other groups, African American/Black and
Hispanic/Latin/o/a/x were less likely to agree or strongly agree that they could share ideas
openly, or that their workplace has a commitment to diversity in the broader community. Those
same respondents were more likely to agree or strongly agree that their workplace was composed
of staff who reflect the diversity of the community they serve and were split on whether their

workplace takes steps to address issues important to creating a diverse workforce.
[Table 2]

Satisfaction with diversity in their current workplace was also explored by various aspects
of diversity (Table 3). The most notable differences were found in terms of ability and disability
status, citizenship or nationality status, and racial and ethnic diversity. With regards to ability or
disability status, African American/Black and Hispanic/Latin/o/a/x were more likely to be
dissatisfied with levels of diversity. Likewise, these same respondents were more likely to be
dissatisfied with levels of diversity around citizenship or nationality status. Satisfaction around

racial and ethnic diversity was split between being very satisfied or very dissatisfied.
[Table 3]

Respondents also reported personal experiences of bias or discrimination in their current

workplace (Table 4). Most respondents report that they personally experienced bias or
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discrimination very rarely, of those that personally experienced bias or discrimination, it was
more frequently related to aspects of age, citizenship or nationality, racial and ethnic identity,
and sexual orientation. Hispanic/Latin/o/a/x respondents were more likely to experience age
discrimination very often when compared to African American/Black respondents. Both African
American/Black and Hispanic/Latin/o/a/x respondents were more likely to report frequent
incidences of bias or discrimination on the basis of their citizenship or nationality and their
race/ethnicity. African American/Black respondents were more likely to report frequent
incidences of bias/discrimination on the basis of their sexual orientation while for most other

groups, the vast majority of respondents felt this seldom or never happened.
[Table 4]

Respondents also reported the frequency that others in their workplace experienced
bias/discrimination based on personal characteristics (Table 5). Respondents who were not
African American/Black and Hispanic/Latin/o/a/x were more likely to indicate higher
frequencies of others experiencing bias/discrimination on the basis of their age and gender.
African American/Black and Hispanic/Latin/o/a/x respondents were more likely to indicate
higher frequencies of others experiencing bias/discrimination on the basis of their ability status
and citizenship status. These same respondents also perceived bias/discrimination happening
“Very Often” or “Often” on the basis of race/ethnicity at more than double the rate reported by

other respondents.

[Table 5]

INTERVIEW FINDINGS
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The qualitative results from the 24 interviews provide more detailed information about how bias
and discrimination are experienced in the workplace by African American/Black and
Hispanic/Latin/o/a/x planners. We identified seven themes shared by African American/Black
and Hispanic/Latin/o/a/x participants: (1) tokenism and isolation, (2) mistreatment, (3) disrespect
and mockery, (4) questioning qualifications, (5) stereotypes of aggression, (6) bias in hiring and
promotion and, (7) strategies to address bias and discrimination.'" Figure 1 shows the conceptual
framework developed through the qualitative analysis process.

[Figure 1]

Theme 1: Tokenism and | solation

Tokenism is when a small number of people are used to give the appearance that a place is
inclusive, which often results in feelings of isolation. Several African American/Black and
Hispanic/Latin/o/a/x practitioners felt as “the only one” of their identified group and thus,
threated as tokens. Practitioners used phrases such as “I am the only person of color at work™ and
“It’s like I’ve always been the only Black planner,” “I’ve always been the only Black female in
the room, in the department, and internships in my career,” “Numbers-wise, it’s kind of, we are
minorities,” and “we are underrepresented.” Consequently, African American/Black and
Hispanic/Latin/o/a/x planning practitioners reported being tokenized in the workplace. Trinity,
an African American/Black female planner, felt tokenized while being mistreated in the office.
Her department had won a diversity award, and her supervisor sent her to receive the award on
behalf of the department. She believed that her supervisors did not genuinely care about racial
and ethnic representation, but instead, were using her as a symbol or token of diversity. Trinity
explains, “It’s also ironic because of the way I was treated in there, accepting that award was

kind of, yeah, it like goes against each other. Like they have respect for diversity and inclusion in
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the community, but not in the office.” Trinity felt that she was chosen for the role of accepting
the award just to give the appearance that her department was diverse and that people of color

were treated fairly when in reality, she felt tokenized.

Theme 2: Mistreatment

Mistreatment is based on a negative treatment difference based on race or ethnicity. Practitioners
described how they had suffered mistreatment outside of the office from officials and community
members. Rania, an African American/Black female planner, described a scenario where she set
up a meeting with a mayor over the phone. “I show up at City Hall, and he looks at me. He goes,
you sound different than you look on the phone.” Rania, said that the mayor meant that over the
phone, she sounded white. Rania also noted that she was immediately treated very differently
than on the phone. After that interaction, Rania felt she could not approach the mayor in the
future because of this incident.

Similarly, Trinity explained how she was at a public event with her white colleagues, but
City Council members did not shake her hand. As an African American/Black female planner,
she attributed the differential treatment to the deep-seated racism that exists in the Midwest. She
said: “I was discriminated against by the City Council members. And they wouldn’t shake my
hand or take my business card. But they would take my coworkers’. We were standing in a line,
shaking hands, and they’d just like, skip over me!” Trinity reported the matter to her supervisor,
but no action was taken even though she brought it up to someone with authority to do
something.

Pablo, a Latino planner, reported a similar offensive scenario in which a fellow code
inspector with a Spanish surname went to investigate a zoning violation. When he arrived, the

owner was not there, so he left his business card. When the property owner called back, the

14



inspector was out of the office, so his supervisor picked up. At this point, the property owner
started yelling and making disparaging remarks to the supervisor, including asking, “Are you
also a Mexican? Are you one of them, too?!” Zoning inspectors who work in the community
enforcing laws are often not welcomed by property owners. In this case, the property owner, who

was white, was annoyed due to his belief that the planning inspector was Hispanic/Latin/o/a/x.

Theme 3: Disrespect and Mockery

Discrimination could manifest itself in an attitude of disrespect, ridicule or mockery. This theme
was mostly found in female planners of color interviewees, which speaks to intersectionality.
Trinity felt disrespected when she made presentations at work. She described how one of her
coworkers would start watching T.V. while she was presenting. She thought she was treated as a
lesser colleague and less knowledgeable. Trinity said: “I’m consistently belittled and talked over
just by one person. But it’s a group of six people. And yeah, in some meetings, he would just like
turn on the T.V. So, yeah, it makes you feel like crap. And it’s just weird that nobody else
responded to it.”

This practitioner dealt with an overtly offensive coworker, yet her colleagues were complicit
because they did not denounce these situations or contribute to making the behavior stop.
Valentina, a Latina planner, related how communities of color were made fun of, “[t]he Mayor
was making very inappropriate jokes at the City Council retreat. Very inappropriate, racially
charged jokes about Mexican people that make me extremely uncomfortable.” This example
shows how immigrant communities are often subjects of ridicule and contempt. Other African
American/Black and Hispanic/Latin/o/a/x planners felt personally offended by these types of

comments, and like they had little effective recourse.
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Theme 4: Questioning Qualifications

There is a strong stereotype that people of color are less qualified. African American/Black and
Hispanic/Latin/o/a/x planners described incidents where they had been treated as less qualified.
They were asked with suspicion about their educational qualifications, and how they got hired
into their current position. Rania said: “That question, which planning school did you go to?
We’re starting already at this question of divisiveness and judgment about what school is better
than other schools. But, some of them are valid, right? Like, show me your portfolio. What have
you written before? Like, what’s your experience?”

African American/Black and Hispanic/Latin/o/a/x planners frequently experienced
economic disadvantages that lead to barriers to access elite colleges or universities. Most
reported coming from working-class families or low-income communities. Some prefer to
discuss what they have done instead of where they graduated. They also worried about being
questioned about their credentials and being perceived as having lower qualifications because of
their racial and ethnic background. Meanwhile, interviewees explained how most of their
colleagues did not understand their white privilege. Matthew, an African American/Black male
planner, reported how he had been promoted to the position of the executive director, but a
municipal official could not believe he held that title:

And I’ve had many [incidences of questioning my position], both at the academic
level and the professional level. I remember when I first got this position that I’'m
in now as executive director, and I presented my [business] card to a municipal
official that had just met me for the first time; that official’s response was “this

couldn’t possibly be your title.”
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Most African Americans/Blacks and Hispanic/Latin/o/a/x expressed that people were either
overtly surprised or suspicious when they learn about their positions which is a form of
stereotyping. These behaviors make them feel unworthy and discouraged while at the same time,

knowing they are being discriminated against.

Theme5: Stereotyping and Profiling as Aggressive
Practitioners reported being stereotyped and profiled (a negative and often inaccurate stereotype)
in the workplace as being aggressive. White colleagues express negative associations towards
African American/Black and Hispanic/Latin/o/a/x counterparts based on racial and ethnic
profiling. For some, this meant that their colleagues would assume that as an African
American/Black and Hispanic/Latin/o/a/x male, they should know about and be prepared to deal
with crime. Matthew, felt offended when he was given a security job to deal with gangs because
he was African American/Black:

And my boss told me that she wanted me to be in charge of safety and security.

And I told her, I don’t know anything about safety and security. And my boss

simply told me “you are an African American male. Those drug dealers out there,

African American males that relate to you better.”
Javier, a Latino, said that he had gone to the office to pick up a map outside work hours, when a
female who was also in the office at that time looked at him suspiciously, as if he had committed
a crime. Javier said, “then that lady gave me really kind of a very judgmental look like I had
done something offensive to her by just existing.” Male planners in our interviews recalled
several stories of racial and ethnic profiling. However, the majority of African Americans/Blacks
and Hispanic/Latin/o/a/x reported that racial and ethnic profiling often occurs in their everyday

life and that they just wished they did not have the same experience at work.
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Furthermore, African Americans/Blacks and Hispanic/Latin/o/a/x felt seen as overly
aggressive for expressing their views. Mariela, a Latina planner, said, “so I’ve had moments
where people have told me that I’'m maybe too aggressive.” She believed that her “directness,”
which she learned growing up in a large city, was misinterpreted as “not polite” in a smaller city.
Joseph, an African American/Black male planner, said that he failed to articulate his grievances
out of fear of being punished professionally, “I personally never fully articulate my needs
because I feel if I do, I’ll be punished for it. That’s the nature of being a Black male, I suppose.”
Many participants explained that they could not express their concerns at their organization

because either they would be perceived as angry or feared that their career would be harmed.

Theme 6: Biasin Hiring and Promotion

Biases can affect the hiring and promotion processes. African Americans/Blacks and
Hispanic/Latin/o/a/x planners reported leadership and compensation gaps as well as unfavorable
treatment in contracts. Practitioner Rania said that there was a women leadership summit of
about 60 leaders, but only two women were of color. Similarly, Yasmine, an African
American/Black woman, said that she was the first person of color to be promoted to a
leadership level in a department, “I might, at any given time, be the odd duck that walks into the
room.”

In terms of compensation, some expressed that as African American/Black and
Hispanic/Latin/o/a/x planners, they are paid less than their white counterparts. Mario, a Latino
planner, expressed displeasure at how a colleague was promoted because “he was white.” Mario
said, “He got away with making $80,000 a year. ’'m not going to make that in the next ten years.
And I know that he only got that because he was white.” Leonardo, a Black Latino planner

reported,
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I was hired with another guy. He was coming from the same school too, a white
male. We were hired at the same time, we were both hired full-time, but my hiring
full-time was contingent for three months, and they would reevaluate me after
three months, but the other guy, the white male, didn’t have that contingency.
Workers from African American/Black and Hispanic/Latin/o/a/x backgrounds felt that they were
less likely to be promoted to leadership positions while being more likely to be paid less or have
inferior contracts.
Theme 7: Strategiesto Address Bias and Discrimination
African American/Black and Hispanic/Latin/o/a/x practitioners talked about ways to improve the
workplace climate which have important implications for practice. Daniel, an African
American/Black planner, advocated for initiatives that allowed for conversations about
race/ethnicity between employees in a more informal manner:
[We need opportunities for] conversation... I think if people can speak from their
experience, that would be maybe better just to build that like empathy, so people
understand what it’s like. Just like for me, being the only Black person or the only
person of color in the office. I don’t think many people have experienced that. So,
like what that feels like and like how you can’t relate to certain people in different
ways. Like that would be eye-opening.
Similarly, participants indicated that cross-cultural and anti-racist initiatives should be
formalized and made widely available. As Cesar, a Latino planner shared, “I was feeling like I
had the ability to make a deliberate effort to push the diversity agenda in a more formalized
manner by providing cultural competency training, more of an effort to employ or engage,

different groups of people, and that doesn’t just go for racial diversity.”
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DiscussioN AND CONCLUSIONS

In the survey, African Americans/Blacks and Hispanic/Latin/o/a/x reported higher rates of
bias/discrimination than other planners. Discrimination and microaggressions in the workplace
damage the confidence, self-worth, and sense of belonging of people of color. Reducing
someone’s self-worth can limit productivity and worsen their performance at work. Implicit
biases can prevent capable and effective workers from accessing positions of greater
responsibility and better remuneration. Moreover, there could be great consequences for
planning organizations that fail to create inclusive environments like the inability to retain
diverse staff and/or a decrease in the worker’s commitment and loyalty to their workplace.

In interviews, African American/Black and Hispanic/Latin/o/a/x participants stated that
more people like them should be employed as planners to increase diversity in the workplace. A
reason for increasing representation is to be able to practice planning with different cultural
groups. Additionally, this would reduce feelings of isolation—that is, feelings of being “the only
one.” Participants spoke about how it is more than just skin color or culture, but being the “only
Black planner,” affects how you carry yourself and how you act regularly.

African Americans/Blacks and Hispanic/Latin/o/a/x report that there is a long way to go in
terms of not only thinking about representation, but inclusion. In other words, even when
diversity is growing in numbers, African American/Black and Hispanic/Latin/o/a/x practicing
planners still do not feel fully validated or included in their workplaces. Our participants shared
experience of racial and ethnic tokenism when individuals perceive that their visible racial and
ethnic distinctions are the focus of interactions with other members of a group. Some participants
felt used for public relation purposes and making their department look good in front of the

community.
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Many felt that professional contacts believed that African American/Black and
Hispanic/Latin/o/a/x planners are in their current positions only because of affirmative action. At
the same time, participants argued that structural barriers such as coming from low-income
families was the main disadvantage for them to have the best academic records in comparison to
their white counterparts. Some saw being asked about academic credentials instead of
professional qualifications (e.g., portfolios, which tend to be more practical), as an issue of color-
evasiveness. Several African American/Black and Hispanic/Latin/o/a/x participants talked about
disadvantageous treatment in promotion, pay, and contracts. Participants perceived being
promoted at lower rates, receiving lower pay, and being offered inferior terms in their contracts.

Findings suggest the presence of depersonalization and stereotyping in the workplace.
Planners were oftentimes taken to represent the experiences of all people of their race/ethnicity.
African American/Black planning practitioners said that bosses gave them jobs that involved
talking to “those drug dealers out there, African American males that relate to you better.” While
Hispanic/Latin/o/a/x were referred to as overly aggressive by colleagues and clients.
Furthermore, practitioners expressed being disrespected and mocked by their bosses,
professional colleagues, city councilors, and mayors. African American/Black and
Hispanic/Latin/o/a/x practitioners used phrases such as “I’m consistently belittled” to depict how
they are treated in the workplace. Some stated that no action is taken even when they reported
the issue. Nonetheless, most preferred to not call attention to any of these incidents because they
did not want to be punished for it professionally.

Given the potential negative consequences of the lack of diversity and inclusion at work
along with the presence of discrimination/microaggressions, this study shows that it is necessary

not only to increase diversity in the workplace, but also to make work places more inclusive.
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Various participants expressed that anti-racist and cross-cultural training are integral to
generating racial, ethnic, and cultural awareness and an inclusive work environment. Notably,
cross-cultural communication can act as a bridge to increase understanding, but most critically,
embrace and value different ethnic and racial groups (Sweet 2018; Garcia et al. 2019; Angotti et
al. 2011). Similarly, anti-racist training could be pivotal to allow employees—as well as
appointed and elected officials such as city council members and mayors—to build healthy
working relationships, as well as reducing microaggressions and discrimination at work.

However, for substantial change to occur, major shifts are needed in planning, including
within APA and ACSP. Within ACSP, changes can improve recruitment/retention, scholarship,
curriculum, and classroom/campus climate. The Planning Accreditation Board (PAB) would also
need to be part of making changes in planning schools’ recruitment and retention practices of
students and faculty of color, providing anti-racist and cross-cultural training to faculty, staff and
administrators, changing the curriculum, classroom climate, etc. APA needs to improve their
general communication and conference content to provide professional development to planners,
administrators, mayors, and city council members on these issues. Also needed is accountability
mechanisms and evaluations of diversity initiatives, hiring practices, racial impact studies,
climate surveys, and consequences for inaction and discrimination. Furthermore, there is a need
to deepen comparative studies evaluating cross-cultural, anti-racist trainings and other diversity
efforts among organizations from different sectors and geographies where diversity initiatives
have been implemented to understand what works and what the benefits might be not only to
individuals but also to organizations, the profession as a whole, and even communities.

Overall, we show that even after decades of efforts by ACSP and APA to combat racial and

ethnic discrimination, the field is still behind. As demonstrated by the Spring/Summer 2020
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nationwide anti-racism protests, we are in a critical moment in history. We hope that there is
momentum among planning organizations to transform their practices to further equity among
African American/Black and Hispanic/Latin/o/a/x planners and communities. We urge all
planners to listen to voices like Yasmine, telling us that they are tired of being tokenized,

mocked, and feeling like the “odd duck.”

REFERENCES

Agyeman, J., and J.S. Erickson. 2012. “Culture, Recognition, and the Negotiation of Difference:
Some Thoughts on Cultural Competency in Planning Education.” Journal of Planning
Education and Research 32 (3): 358—66. https://doi.org/10.1177/0739456X12441213.

Almond, A. L. 2019. “Measuring Racial Microaggression in Medical Practice.” Ethnicity &
Health 24 (6): 589-606. https://doi.org/10.1080/13557858.2017.1359497.

Angotti, T., M. Pierre-Louis, L. Ramasubramanian, and S. Sigmund. 2011. “Cultural
Competence in Urban Affairs and Planning: Engaging New York City’s Puerto Rican and
Latino Communities.” NYC: Hunter’s College at the Center Universityof New Y ork.
http://www.hunter.cuny.edu/ccpd/repository/files/Cultural%20Competence%20in
%20Urban%20Planning%2010.07.11.pdf.

APA. 2016. “AICP Code of Ethics and Professional Conduct.” American Planning Association.

2016. https://www.planning.org/ethics/ethicscode/.

.2020. “APA Statement on Righting the Wrongs of Racial Inequality.” American

Planning Association. 2020. https://www.planning.org/policy/statements/2020/may31/.

Berry, B., and E. Bonilla-Silva. 2008. ““They Should Hire the One with the Best Score’: White
Sensitivity to Qualification Differences in Affirmative Action Hiring Decisions.” Ethnic
and Racial Studies 31 (2): 215-42. https://doi.org/10.1080/01419870701337619.

Burayidi, M. 2000. “Urban Planning as a Multicultural Canon.” In Urban Planning in a
Multicultural Society, 1-14. Westport CT: Praeger Publishers.

Campbell, J. L., C. Quincy, J. Osserman, and O. K. Pedersen. 2013. “Coding In-Depth
Semistructured Interviews: Problems of Unitization and Intercoder Reliability and
Agreement.” Sociological Methods & Research 42 (3): 294-320.
https://doi.org/10.1177/0049124113500475.

Checkoway, B. 1986. “Building Citizen Support for Planning at the Community Leve.” The
Journal of Sociology & Social Welfare 13 (3): 563—83.

Childs, E. C. 2005. “Looking Behind the Stereotypes of the ‘Angry Black Woman’: An
Exploration of Black Women’s Responses to Interracial Relationships.” Gender &
Society 19 (4): 544-61. https://doi.org/10.1177/0891243205276755.

Committee on Diversity. 2020. “Committee on Diversity - Association of Collegiate Schools of
Planning, Inc.” 2020. https://www.acsp.org/page/CommOnDiversity.

Conley, D. 2009. Being Black, Living in the Red: Race, Wealth, and Social Policy in America,
10th Anniversary Edition, With a New Afterword. First edition. Berkeley, Calif.; London:
University of California Press.

23



Cordova, T. 1994. “Refusing to Appropriate: The Emerging Discourse on Planning and Race.”
Journal of the American Planning Association 60 (2): 242-43.
https://doi.org/10.1080/01944369408975578.

Deitch, E. A., A. Barsky, R. M. Butz, S. Chan, A. P. Brief, and J. C. Bradley. 2003. “Subtle Yet
Significant: The Existence and Impact of Everyday Racial Discrimination in the
Workplace.” Human Relations 56 (11): 1299—-1324.
https://doi.org/10.1177/00187267035611002.

Diaz, D. R. 2005. Barrio Urbanism. New York: Routledge.

Fainstein, S. S. 2016. “Cities and Diversity: Should We Want It? Can We Plan For 1t?” Urban
Affairs Review, August. https://doi.org/10.1177/1078087405278968.

Fainstein, S.S. 2011. The Just City. 1 edition. Ithaca London: Cornell University Press.

Fainstein, Susan S. 2016. “Planning Theory and the City:” Journal of Planning Education and
Research, June. https://doi.org/10.1177/0739456X05279275.

Flabbi, L., M. Macis, A. Moro, and F. Schivardi. 2019. “Do Female Executives Make a
Difference? The Impact of Female Leadership on Gender Gaps and Firm Performance.”
The Economic Journal 129 (622): 2390-2423. https://doi.org/10.1093/ej/uez012.

Forkenbrock, D. J., and L. A. Schweitzer. 1999. “Environmental Justice in Transportation
Planning.” Journal of the American Planning Association 65 (1): 96—112.
https://doi.org/10.1080/01944369908976036.

Forsyth, A. 1995. “Diversity Issues in a Professional Curriculum: Four Stories and Some
Suggestions for Change:” Journal of Planning Education and Research 15 (1): 58-63.
https://doi.org/10.1177/0739456X9501500105.

Frankenberg, E. 2013. “The Role of Residential Segregation in Contemporary School
Segregation.” Education and Urban Society 45 (5): 548-70.
https://doi.org/10.1177/0013124513486288.

Garcia, I. 2018. “Community Participation as a Tool for Conservation Planning and Historic

Preservation: The Case of ‘Community As A Campus’ (CAAC).” Journal of Housing

and the Built Environment, June. https://doi.org/10.1007/s10901-018-9615-4.

. 2019. “Human Ecology and Its Influence in Urban Theory and Housing Policy in the

United States.” Urban Science 3 (2): 56.

. 2020. “Cultural Insights for Planners: Understanding the Terms Hispanic, Latino, and

Latinx.” Journal of the American Planning Association 0 (0): 1-10.

https://doi.org/10.1080/01944363.2020.1758191.

Garcia, L., A. Garfinkel-Castro, and D. Pfeiffer. 2019. “Planning With Diverse Communities.”
Planning Advisory Service (PAS) Report 593, American Planning Association: Chicago,
IL. https://www.planning.org/publications/report/9165143/.

Garcia, L., A. Jackson, S. Harwood, A. Grenlee, A. Lee, and B. Chrisinger. 2020. “““Like a Fish
Out of Water": The Experience of African Americans and Latinx in U.S. Planning
Programs.” Journal of American Planning Association.

Garcia-Hallett, J., T. Like, T. Torres, and C. Irazabal. 2019. “Latinxs in the Kansas City Metro
Area: Policing and Criminalization in Ethnic Enclaves.” Journal of Planning Education
and Research, no. 1-18.
https://journals.sagepub.com/doi/full/10.1177/0739456X19882749.

Gibson, S., and J. Fernandez. 2018. Gender Diversity and Non-Binary Inclusion in the
Workplace: The Essential Guide for Employers. London ; Philadelphia: Jessica Kingsley
Publishers.

24



Greenlee, A. J., A. Jackson, I. Garcia-Zambrana, C. A. Lee, and B. Chrisinger. 2018. “Where
Are We Going? Where Have We Been?: The Climate for Diversity within Urban
Planning Educational Programs.” Journal of Planning Education and Research,
December, 0739456X18815740. https://doi.org/10.1177/0739456X18815740.

Grigsby, J. E. 1994. “In Planning There Is No Such Thing as a Race-Neutral Policy.” Journal of
the American Planning Association 60 (2): 240—42.

Hartman, Chester. 1994. “On Poverty and Racism, We Have Had Little to Say.” Journal of the
American Planning Association 60 (2): 158-59.
https://doi.org/10.1080/01944369408975568.

Harwood, S. A., M. B. Huntt, R. Mendenhall, and Jioni A. Lewis. 2012. “Racial
Microaggressions in the Residence Halls: Experiences of Students of Color at a
Predominantly White University.” Journal of Diversity in Higher Education 5 (3): 159—
73. https://doi.org/10.1037/a0028956.

Heikkila, E. J. 2001. “Identity and Inequality: Race and Space in Planning.” Planning Theory &
Practice 2 (3): 261-75. https://doi.org/10.1080/14649350120096811.

Hoch, C. 1993. “Racism and Planning.” Journal of the American Planning Association 59 (4):
451-60. https://doi.org/10.1080/01944369308975899.

Jackson, A., I. Garcia, B. Chrisinger, Andrew J. Greenlee, C. A. Lee, and A. Yerena. 2018.
“Diversity Climate Survey— Bridging the Gap: Promoting Diversity in Planning
Education & Practice.” Chicago, IL: American Planning Association and Planners of
Color Interest Group. https://doi.org/10.13140/R(G.2.2.34937.292891548207.

Jackson, A., I. Garcia-Zambrana, Andrew J. Greenlee, C. A. Lee, and B. Chrisinger. 2018. “All
Talk No Walk: Student Perceptions on Integration of Diversity and Practice in Planning
Programs.” Planning Practice & Research 33 (5): 574-95.
https://doi.org/10.1080/02697459.2018.1548207.

Jackson, G. A. 1990. “Financial Aid, College Entry, and Affirmative Action.” American Journal
of Education 98 (4): 523-50. https://doi.org/10.1086/443975.

Kelly, H. 2007. “Racial Tokenism in the School Workplace: An Exploratory Study of Black
Teachers in Overwhelmingly White Schools.” Educational Studies 41 (3): 230-54.
https://doi.org/10.1080/00131940701325712.

Kennedy, R. 2015. For Discrimination: Race, Affirmative Action, and the Law. Reprint edition.
Vintage.

Krumholz, Norman. 1990. Making Equity Planning Work : Leadership in the Public Sector. 3rd
edition. Philadelphia: Temple University Press.

LAP. 2020. “Latinos and Planning Division.” American Planning Association. 2020.
https://www.planning.org/divisions/latinos/.

Laquian, Aprodicio A. 1996. “The Multi-Ethnic and Multicultural City: An Asian Perspective.”
International Social Science Journal 48 (147): 43—54. https://doi.org/10.1111/1.1468-
2451.1996.tb00055 .x.

Lee, C. Aujean, Benjamin Chrisinger, Andrew J. Greenlee, Ivis Garcia Zambrana, and April
Jackson. 2020. “Beyond Recruitment: Comparing Experiences of Climate and Diversity
between International Students and Domestic Students of Color in U.S. Urban Planning
Programs:” Journal of Planning Education and Research, March.
https://doi.org/10.1177/0739456X20902241.

Lee, Yueh-Ting, Jeffrey Bumgarner, Robert Widner, and Zhen-Lei Luo. 2007. “Psychological
Models of Stereotyping and Profiling in Law Enforcement: How to Increase Accuracy by

25



Using More Non-Racial Cues.” Journal of Crime and Justice 30 (1): 87-129.
https://doi.org/10.1080/0735648X.2007.9721228.

Leslie, L. M., D. M. Mayer, and D. A. Kravitz. 2013. “The Stigma of Affirmative Action: A
Stereotyping-Based Theory and Meta-Analytic Test of the Consequences for
Performance.” Academy of Management Journal 57 (4): 964—89.
https://doi.org/10.5465/amj.2011.0940.

Lipsitz, G. 1995. “The Possessive Investment in Whiteness: Racialized Social Democracy and
the “White’ Problem in American Studies.” American Quarterly 47 (3): 369-87.
Malos, S. B. 2000. “The New Affirmative Action.” The Journal of Applied Behavioral Science

36 (1): 5-22.

Mier, R. 1994. “Some Observations on Race in Planning.” JJournal of the American Planning
Association 60 (2): 235-40.

Mitchell, M. L., C. M. Lawrence, and R. F. Jayson. 1970. “The Case For Environmental
Planning Education in Black Schools.” Journal of the American Institute of Planners 36
(4): 279-84. https://doi.org/10.1080/01944367008977320.

Moreno-Leguizamon, C., M. Tovar-Restrepo, C. Irazabal, and C. Locke. 2015. “Learning
Alliance Methodology: Contributions and Challenges for Multicultural Planning in
Health Service Provision: A Case Study in Kent, UK.” Planning Theory & Practice 16
(1): 79-96. https://doi.org/10.1080/14649357.2014.990403.

Oh, E., C.-C. Choi, H. A. Neville, C. J. Anderson, and J. Landrum-Brown. 2010. “Beliefs about
Affirmative Action: A Test of the Group Self-Interest and Racism Beliefs Models.”
Journal of Diversity in Higher Education 3 (3): 163-76.
https://doi.org/10.1037/a0019799.

Olivas-Lujan, M. R. 2008. “Evidence-Based Management: A Business Necessity for Hispanics.”
SSRN Scholarly Paper ID 2713116. Rochester, NY: Social Science Research Network.
https://papers.ssrn.com/abstract=2713116.

PBCD. 2020. “Planning and the Black Community.” American Planning Association. 2020.
http://blackcommunity.planning.org/.

Pfeiffer, D. 2016. “Racial Equity in the Post-Civil Rights Suburbs? Evidence from US Regions
2000-2012.” Urban Studies 53 (4): 799-817.
https://doi.org/10.1177/0042098014563652.

POCIG. 2020. “Planners of Color Interest Group (POCIG) - Association of Collegiate Schools of
Planning, Inc.” 2020. https://www.acsp.org/page/POCIG.

Qadeer, M. A. 1997. “Pluralistic Planning for Multicultural Cities: The Canadian Practice.”
Journal of the American Planning Association 63 (4): 481-94.
https://doi.org/10.1080/01944369708975941.

Qadeer, Mohammad A. 1997. “Pluralistic Planning for Multicultural Cities: The Canadian
Practice.” Journal of the American Planning Association 63 (4): 481-94.
https://doi.org/10.1080/01944369708975941.

Raja, S., C. Ma, and P. Yadav. 2008. “Beyond Food Deserts: Measuring and Mapping Racial
Disparities in Neighborhood Food Environments.” Journal of Planning Education and
Research 27 (4): 469—82. https://doi.org/10.1177/0739456X08317461.

Reece, J. W. 2018. “In Pursuit of a Twenty-First Century Just City: The Evolution of Equity
Planning Theory and Practice.” Journal of Planning Literature 33 (3): 299-309.
https://doi.org/10.1177/0885412218754519.

26



Sandercock, L. 1995. “Making the Invisible Visible: New Historiographies for Planning.”
Planning Theory, no. 13: 9-33.

. 1996. “Planning the Multicultural City: Learning from the USA?".” The Australian

Planner 33 (2).

. 1997. Towards Cosmopolis: Planning for Multicultural Cities. 1 edition. Chichester,

England ; New York: Academy Press.

Sen, S., K. Umemoto, A. Koh, and V. Zambonelli. 2017. “Diversity and Social Justice in
Planning Education: A Synthesis of Topics, Pedagogical Approaches, and Educational
Goals in Planning Syllabi.” Journal of Planning Education and Research 37 (3): 347-58.
https://doi.org/10.1177/0739456X16657393.

Simpson, S. 2015. “Prisons, Policing and Planning: Making the Connections Visible.”
Progressive Planning 203.

Solis, M. 2020. “Racial Equity in Planning Organizations.” Journal of the American Planning
Association 0 (0): 1-7. https://doi.org/10.1080/01944363.2020.1742189.

Stafford, W. W., and J. Ladner. 1969. “Comprehensive Planning and Racism.” Journal of the
American Institute of Planners 35 (2): 68-74.
https://doi.org/10.1080/01944366908977575.

Strauss, A., and J. Corbin. 1998. Basics of Qualitative Research: Techniques and Procedures for
Developing Grounded Theory. 2nd edition. Thousand Oaks: SAGE Publications, Inc.

Strauss, A. L. 1987. Qualitative Analysis for Social Scientists. Cambridge University Press.

Sue, D.W., C.M. Capodilupo, G. C. Torino, J. M. Bucceri, A. M. B. Holder, K. L. Nadal, and M.
Esquilin. 2007. “Racial Microaggressions in Everyday Life: Implications for Clinical
Practice.” The American Psychologist 62 (4): 271-86. https://doi.org/10.1037/0003-
066X.62.4.271.

Sweet, E. 2018. “Cultural Humility: An Open Door for Planners to Locate Themselves and
Decolonize Planning Theory, Education, and Practice.” August 23, 2018.
http://www.ejournalofpublicaffairs.org/cultural-humility/.

Sweet, E., and H.F. Etienne. 2011. “Commentary: Diversity in Urban Planning Education and
Practice.” JPER 31 (3): 332-339.

Thomas, J.M. 1996. “Educating Planners: Unified Diversity for Social Action.” Journal of
Planning Education and Research 15: 171-82.

Tiarachristie, G. 2016. “The Elephant in the Planning Room: Overcoming Barriers to
Recruitment and Retention of People of Color in the Planning Profession.” Brooklyn,
NY: Pratt Institute.

Tiarachristie, Giovania G. 2016. “Elephant in the Planning Room: Overcoming Barriers to
Recruitment and Retention of Planners of Color.” NYC: Pratt Institute.

Umemoto, K. 2001. “Walking in Another’s Shoes : Epistemological Challenges in Participatory
Planning.” Journal of Planning Education and Research 21 (1): 17-31.

“Urban & regional planners | Data USA.” 2018. 2018. https://datausa.io/profile/soc/urban-
regional-planners.

Watson, S., and A. McGillivray. 1995. “Planning in a Multicultural Environment: A Challenge
for the Nineties.” In Australian Cities: Issues, Strategies, and Policies for Urban
Australia, edited by P. Troy. London, UK: Cambridge University Press.

Welch, K. 2007. “Black Criminal Stereotypes and Racial Profiling.” Journal of Contemporary
Criminal Justice 23 (3): 276—88. https://doi.org/10.1177/1043986207306870.

27



Wingfield, A. H., and J. H. Wingfield. 2014. “When Visibility Hurts and Helps: How
Intersections of Race and Gender Shape Black Professional Men’s Experiences with
Tokenization.” Cultural Diversity and Ethnic Minority Psychology 20 (4): 483-90.
https://doi.org/10.1037/a0035761.

Wu, F. 2003. Yellow: Race in America Beyond Black and White. Reprint edition. Princeton, N.J.:
Basic Books.

Yoder, J. D., T. L. Schleicher, and T. W. McDonald. 1998. “Empowering Token Women
Leaders: The Importance of Organizationally Legitimated Credibility.” Psychology of
Women Quarterly 22 (2): 209-22. https://doi.org/10.1111/j.1471-6402.1998.tb00151 .x.

Zapata, M. A., and L. K. Bates. 2017. “Equity Planning or Equitable Opportunities? The
Construction of Equity in the HUD Sustainable Communities Regional Planning Grants.
Journal of Planning Education and Research 37 (4): 411-24.
https://doi.org/10.1177/0739456X16657874.

2

28



TABLES AND FIGURES

Table 1. Respondent compared to the total planner population employment, education,
racial/ethnic, nativity, gender, and sexual orientation characteristics”

Race/ethnicity n % R % T | Nativity n %R | %T

Black 127 7.8 | 5.36 | Native born 1,333 | 444 | DK

Latinx 119 7.3 D/K | Foreign born 97 32| D/K

White 1154 70.6 80 | Other 60 2.0

Asian 88 4.8 9.0 | Prefer not to answer 30 1.0

American Indian or Alaskan

Native 33 2 D/K | No response 1,485 49.4

Other 61 3.73 2.5

Prefer not to answer 53 3.24

No response 1370

Total 3005 100 Total 3,005 | 100.0

Employment sector n % R % T | Education n %R | %T

Local government 607 39.8 | D/K | High School or GED 469 17.6 | D/K

Private consulting firm 302 19.8 | D/K | Associates Degree 66 25| DK

County planning 207 13.6 D/K | Bachelors Degree 803 30| D/K

Regional planning agencies 125 8.2 D/K | Masters Degree 1251 469 | D/K

Educational institution 70 4.6 | D/K | Juris Doctor (JD) 141 052 DK

State agency 69 4.5 D/K | Doctorate (Ph.D.) 65 24| DK

Nonprofit organization 57 3.7 | D/K | No response 337 D/K

Federal government 29 1.9 D/K | Total 3005 100

Other 60 39 DK

No response 1479

Total 3005 100

Gender Identity n % R % T | Sexual orientation n %R | %T

Male 726 47.7 | 52.9 | Heterosexual 1199 | 78.8] D/K

Female 736 48.3 47.1 | Gay or lesbian 143 94| DK

Non-binary/third gender 8 0.53 D/K | Bisexual 49 32| DK
Prefer to self-

Prefer to self-describe 10 0.66 | D/K | describe 31 2.04| D/K

Prefer not to answer 43 2.82 D/K | Prefer not to answer 100 6.6

No response 1482 No response 1483

Total 3005 100 Total 3005 100
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Table 2. Questions about their workplace environment and overall support for diversity within
the workplace.

Qu S. AA/ w
esti Agr Agr Neu S. B- Oth
on N ee ee . Dis. Dis. H/L er

Q1.

Enc
our
age

pro
fess
ion
als
to
sha
re
ide
as R [
ope
nly p p
Bla 20. 30.
ck 110 33 44 11 7 5 0 0.0 *** 7 0.0 **¥*
Lati
nx 85 29 46 9 12 4
Oth
er
Gro 1,2
up 75 41 40 9 7 3

Q1.
Has
co

itm
ent
to

div
ersi
ty

in

the
bro
ade

co
unit

Bla 107 22 36 11 19 11 19. 0.0 *** 29. 0.0 ***
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nx 84 27
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ck 107 21
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nx 84 24
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up 72 14

31

30

34

26

25

32
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19
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20
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15

15

0.0
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0.0
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ck 105 18 25 19 23 15 8 0.0 **x* 8 0.0 ***
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nx 84 20 21 20 26 12
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er
Gro 1,2

up 28 16 25 22 27 10

Notes: N= number, S. Agree= Strongly Agree, Neu= Neutral, Dis= Disagree, S. Dis.= Strongly Disagree, AA/B=
African American/Black, H/L= Hispanic/Latin/o/a/x

32




Table 3. Respondents satisfaction with levels of diversity in planning positions in their current
workplace with regards to a range of types of diversity.

S. Agre K-W AA/B-
Question N Agree e Neu. Dis. S.Dis. H/L K-W Other
[l il
Q1.1: Encourages professionals to share ideas openly p p
Black 110 33 44 11 7 5 20 0.0 *** 31 0.0
Latinx 85 29 46 9 12 4
Other Group 1,275 41 40 9 7 3

Q1.2: Has a commitment to diversity in the broader community

Black 107 22 36 11 19 11 20 0.0 *** 30 0.0
Latinx 84 27 30 20 15 7
Other Group 1,258 25 34 19 17 5

Q1.3: Is composed of staff who reflect the diversity of the communities we serve

Black 107 21 26 16 21 15 21 0.0 *** 30 0.0
Latinx 84 24 25 14 21 15
Other Group 1,272 14 32 20 27 8

Q1.4: Takes steps to address issues that are important to creating a diverse workforce

Black 105 18 25 19 23 15 21 0.0 *** 31 0.0
Latinx 84 20 21 20 26 12
Other Group 1,228 16 25 22 27 10

Notes: N= number, S. Agree= Strongly Agree, Neu= Neutral, Dis= Disagree, S. Dis.= Strongly Disagree, AA/B=
African American/Black, H/L= Hispanic/Latin/o/a/x
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Table 4. Personal experiences of bias or discrimination in their current workplace.

V.
Question N Sat. Sat. Dis.

Q3.1: Ability/Disability Status

Black 85 15 49 25

Latinx 70 7 53 30

Other Group 1043 14 58 22
Q3.2: Age

Black 105 25 60 11

Latinx 82 22 62 12

Other Group 1244 25 62 9

Q3.3: Citizenship or Nationalisty

Black 99 21 55 18
Latinx 71 23 52 15
Other Group 1136 19 59 17

Q3.4: Gender
Black 107 31 56 9
Latinx 83 30 55 12

Other Group 1245 29 57 10

Q3.5: Gender Identity

Black 74 24 50 20
Latinx 66 17 59 17
Other Group 885 18 59 17

Q3.6: Racial or Ethnic

Black 109 22 36 23
Latinx 85 15 42 26
Other Group 1225 15 41 32

Q3.7: Sexual Orientation
Black 76 24 54 17
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Latinx 64 19 56 19 6
Other Group 989 22 58 14 5

Notes: N= number, V. Sat.= Very Satisfied, Sat.= Satisfied, Dis= Dissatisfied, V. Dis.= Very Dissatisfied, AA/B=
African American/Black, H/L= Hispanic/Latin/o/a/x

Table 5. Personal experiences of bias or discrimination in their current workplace.

Very Ofte Sometim Seldo Neve K-W AA/B-

Question N often n es m r H/L K-W Other
il il
Q3.1: Ability/Disability Status p p
0. ** # 0.
Black 76 1 1 8 13 76 177 0 * # 0
Latinx 62 2 0 3 13 82
Other Group 985 1 2 5 8 84
Q3.2: Age
0. ** # 0.
Black 105 3 4 21 15 57 197 0 * # 0
Latinx 80 5 4 15 25 51
123
Other Group 8 2 5 18 22 53

Q3.3: Citizenship or Nationalisty

Black 91 3 2 9 8 78 205 0 * # 0

Latinx 78 4 3 9 18 67
110
Other Group 2 1 1 2 6 90
Q3.4: Gender
0. ** # 0.
Black 105 2 7 15 21 55 197 0 * # 0
Latinx 84 4 5 14 13 64
123
Other Group 1 3 6 20 17 54

Q3.5: Gender Identity
Black 75 1 0 1 8 89 156 0. ** # 0.
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Latinx 65 5 2 91
Other Group 925 4 92
Q3.6: Racial or Ethnic
0. **  ##
Black 107 33 21 35 201 0 * #
Latinx 84 20 21 48
115
Other Group 2 6 11 80
Q3.7: Sexual
Orientation
0. ** ##
Black 77 1 8 88 138 0 * #
Latinx 68 4 7 88
105
Other Group 8 3 7 88

Table 6. Respondents perceptions regarding the frequency with which others in their workplace
experienced bias or discrimination on the basis of their personal characteristics.

V. K-W
Question N Sat. Sat. V.Dis. K-W AA/B-H/LL  Other
Q3
Ad:
Ab
ilit
y/
Dis
abi
lity o
Sta
tus p
Bla 16. ¥k 25,
ck 85 15 49 25 11 8 00 * 1 0.0 ***
Lat
inx 70 7 53 30 10
Ot
her
Gr
ou 10
p 43 14 58 22 7
Q3
28
Ag
e
Bla 10 15. ¥k 24,
ck 5 25 60 11 4 7 00 * 2 0.0 Fxx
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Lat

inx 82 22 62 12 4
Ot

her

Gr

ou 12

p 44 25 62 9 4

Q3
3
Cit
ize
ns
hip
or
Na
tio
nal
ist
y
Bla 15. *k 24.
ck 99 21 55 18 6 8 0.0 ** 2 0.0 ***
Lat
inx 71 23 52 15 10
Ot
her
Gr
ou 11
p 36 19 59 17 5
Q3
4:
Ge
nd
er
Bla 10 15. ol 24.
ck 7 31 56 9 4 9 00 * 4 0.0 ***
Lat
inx 83 30 55 12 2
Ot
her
Gr
ou 12
p 45 29 57 10 4
Q3
S
Ge
nd
er
Ide
nti
ty

Bla 74 24 50 20 5 15. 0.0 ** 23 0.0 ***
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ck 6 * 7
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inx 66 17 59 17 8
Ot
her
Gr
ou 88
P 5 18 59 17 6
Q3
.6:
Ra
cia
1
or
Et
hni
c
Bla 10 15. ¥k 23,
ck 9 22 36 23 19 5 00 * 5 0.0 ***
Lat
inx 85 15 42 26 16
Ot
her
Gr
ou 12
p 25 15 41 32 12
Q3
WK
Se
Xu
al
Or
ien
tat
ion
Bla 15. ¥k 23,
ck 76 24 54 17 5 7 00 * 9 0.0 *kx*
Lat
inx 64 19 56 19 6
Ot
her
Gr
ou 98
p 9 22 58 14 5

38




Figure 1. Conceptual framework
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2 At present, within ACSP, POCIG undertakes a role focused on advocacy, and the Committee on Diversity is
focused on programming and implementation of ACSP goals and initiatives related to diversity.

3 Equity task forces/officers have been created in cities like Minneapolis, Seattle, Denver, NYC, and Chicago.
4 Online video conference software.

5 This gender imbalance comes up in the interviews in terms of the underrepresentation of females of color in the
planning profession.

6 An automated transcription software.
7 An online qualitative data software.
8 Insert citations here if accepted for publication.

9 Each pair coded 10 interviews for a total of 20 interviews between four coders. After this initial coding we
engaged in conversations to agree upon the codes that emerged from these 20 interviews, we coded the remaining
interview on an individual basis.

10 One-way analysis of variance on ranks.

11 It is important to note that the themes discussed below are by no means discrete and bounded, meaning that many
of the quotes relate to more than one theme. However, we have placed each quote within the thematic rubric that is
most salient for the case.

12 Note: R=respondent, T= total planner population statistics from urban & regional planners, Data USA, 2018.
Respondents that were White (R=70 vs. T=80) and Asian (R=4.8 vs. T=9) were underrepresented while African
Americans (R=7.8 vs. T=5.36) and others (R=3.73 vs. T=2.5) are overrepresented. There were no statistics available
for Latinos. Our sample was only slightly overrepresented by females (R=48.3 vs. T=47.1). All other statistics were
not available for comparison, so we do not know how representative our sample was.
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