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Project Objectives

Goal
Assist The Pittsburgh Foundation in developing a roadmap for 
incorporating racial equity into its investment practices, 
resulting in greater manager diversity across TPF’s investment 
portfolios. 

Specific Objectives
• Assess team competencies essential to advance racial equity
• Assess investment policies, practices, consultant 

relationship
• Define diverse manager ownership criteria
• Recommend actions for long-term success 3



Why is the Work Important?
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Fiduciary Duty: TPF board and investment committee have a fiduciary duty to 
generate returns that support the foundation’s mission by fairly considering 
every qualified asset manager. 

Performance:  Excluding capable, high-performing diverse investment 
managers leaves alpha on the table, is unfair and is imprudent. 

Alignment:  Inclusive investment practices are aligned with TPF’s mission, 
values and racial justice objectives.

Transformative Change:  Institutional capital of all sizes plays a critical role in 
driving lasting systemic change.

It’s the right thing to do, and it’s the smart thing to do. 

Asset management 
firms owned by women 
and minorities manage 
just 1.3% of assets of 
the $69 trillion asset 
management industry, 
even though their 
performance is not 
statistically different 
from the industry.

2019 Knight Foundation survey: 
Diversifying Investments



Level Setting Framework

What We Mean by...
Diversity and inclusion: The efforts and practices in which 
different racial groups or individuals are culturally and 
socially accepted, welcomed and treated equally.

Racial equity: The condition that would be achieved if  
one’s racial identity is no longer predictive of, in a 
statistical sense, how one fares.

Racial justice: The systematic fair treatment of all races. 
Not just the absence of discrimination and inequities, but 
also deliberate systems and supports to achieve and 
sustain racial equity over the long term.
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Activities Performed

Investment Team Readiness Assessment 
• Kick-off meeting
• Level setting framework discussion 
• Weekly status check-ins

Document Assessment
• Committee charter, minutes, website
• Investment policy statements: Legacy, Trusts, 3rd Party Managers
• Staff job descriptions
• Racial Justice Action Plan: Finance and Investments

Pavilion Relationship Assessment 
• Conducted call with Cori and David
• Reviewed Pavilion materials and website
• Consultant contract
• Manager roster across portfolios
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Equity Assessment Framework
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Color-Blind
• No stated commitment
• Not collecting or analyzing 

data by race
• Universal strategies
• Addressing race is divisive
• No accountability

Diversity-Only
• Value DEI
• Universal strategies
• Basic data collection; no 

analysis
• Accountability for diversity, not 

inclusion and equity 

Race-Tentative
• Recognition of addressing 

racial gaps
• Collecting & disaggregating 

data; uncertainty re: use
• Engaging in trainings about 

race/racism; not actionable yet
• Understanding distinctions b/w 

equity and diversity/inclusion

Equity-Focused
• Understand and communicate 

reducing racial inequity is 
mission-critical

• Collecting, disaggregating & 
analyzing data in all aspects of 
program & operations

• Proposing targeted strategies; 
using racial equity impact 
analysis

• Accountability mechanisms 
instituted across domains 



Equity Assessment Framework
RACIAL EQUITY INDICATOR COLOR-BLIND DIVERSITY-ONLY RACE-TENTATIVE EQUITY-FOCUSED

Stated Commitment

Race-informed/Race-explicit policy and strategies

Disaggregated Data

Stakeholder Engagement

Outcomes Oriented

Culture of Practice

Narrative and Communications

Accountability Mechanisms 8



Equity Assessment - Key Findings
RACIAL EQUITY INDICATOR COLOR-BLIND DIVERSITY-ONLY RACE-TENTATIVE EQUITY-FOCUSED

Stated Commitment X

Race-informed/Race-explicit policy and strategies X

Disaggregated Data X

Stakeholder Engagement X

Outcomes Oriented X

Culture of Practice X

Narrative and Communications X

Accountability Mechanisms X 9

Investment Policy & Practices



Equity Assessment - Key Findings
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Color-Blind
• No stated commitment
• Not collecting or analyzing 

data by race
• Universal strategies
• Addressing race is divisive
• No accountability

Diversity-Only
• Value DEI
• Universal strategies
• Basic data collection; no 

analysis
• Accountability for diversity, not 

inclusion and equity 

Race-Tentative
• Recognition of addressing 

racial gaps
• Collecting & disaggregating 

data; uncertainty re: use
• Engaging in trainings about 

race/racism; not actionable yet
• Understanding distinctions b/w 

equity and diversity/inclusion

Equity-Focused
• Understand and communicate 

reducing racial inequity is 
mission-critical

• Collecting, disaggregating & 
analyzing data in all aspects of 
program & operations

• Proposing targeted strategies; 
using racial equity impact 
analysis

• Accountability mechanisms 
instituted across domains 

Investment Policy & Practices



Key Findings - Priorities

• Governance: Diversity of TPF board, staff, grantees and 
community is not reflected in the investment program 
(committee, consultant, staff) or third-party manager program 
and website content.  Having the right voices at the table is 
crucial to expanding networks and sourcing talented managers. 

• Accountability: Committee charter, investment policy, 
consultant contract and staff job descriptions lack clear 
definitions of roles and responsibilities and measures of 
accountability and success to ensure an inclusive process for 
sourcing, recommending and hiring talented diverse managers.
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Recommendations - Diverse Manager Definition

• In Pennsylvania diverse businesses include minority-, woman-, veteran-, 
disabled- and LGBT-owned businesses with 51% or more ownership and 
control by one or more disadvantaged persons. 

• TPF will define a Diverse Manager as a U.S. domiciled asset management 
firm with majority (51% or more) ownership and control by one or more 
disadvantaged persons.

• TPF will prioritize its reporting on racial/ethnic diversity and gender.  Also 
referred to as MWBE for minority and women business enterprises.

• Minorities include Asian, Black, Latino, Native American and Pacific 
Islander.  Also referred to as people of color or POC or BIPOC. 

• TPF may also report Substantially Owned firms with 33% or more 
ownership and control and that are committed to diversity and inclusion.

• Recognizing that definitions and best practices are evolving, TPF will 
review these reporting guidelines annually as part of the investment policy 
review. 12

Suggested Reporting Categories
Race and Gender

• African American
• Asian
• Latino
• Native American
• Pacific Islander
• Women

Ownership
• Majority-Owned
• Substantially-Owned

Other categories to account for 100% of 
assets include Non-POC or Women Managers, 
Non-U.S. Managers, and Publicly Traded 
Managers.



Recommendations – Investment Committee

Committee Composition
• Institute staggered terms for non-board members, such as a maximum of two 4-

year terms
• Track composition, expertise and terms to identify gaps
• Maintain candidate list and clear nomination process
• Increase participation of women, people of color, board

Add to Charter:
• Ensure that the process used to source, evaluate and recommend managers is 

inclusive across race, ethnicity and gender. 
• Develop and maintain guiding principles for DEI and ESG practices.
• Ensure that staff and consultant roles and responsibilities are clear, decision 

making is efficient and equitable, policies and procedures are effective. 

Create New:
• Roles and responsibility matrix that defines key investment decision authority 

across board, committee, consultant and staff (who can propose, recommend, 
approve or implement, and who is consulted before or informed after) 

• Common manager recommendation framework for staff, consultant and third-
party managers that requires a diversity profile on all recommendations. 

13

3

10

8

6

7

2

4

0%

10%

20%

30%

40%

50%

60%

70%

80%

90%

100%

Board / Non-
Board

White / Non-
White

Male / Female Tenure >12yrs
/ <12 years

Investment Committee Composition

Non-Board      Non-White        Female        Tenure <12yrs
Board               White               Male          Tenure >12yrs



Recommendations – Investment Staff

Job Descriptions & Performance Reviews
• Add accountability for integrating DEI principles and ensuring an inclusive 

process for sourcing, evaluating and recommending managers across 
race, ethnicity and gender.

• CEO and supervisors must hold direct reports accountable for integration 
of DEI principles into all aspects of the investment function:

§ Identifying and nominating non-board committee member
§ Consultant and vendor RFPs and contracts
§ Manager due diligence
§ Hiring staff

• Over time, performance should demonstrate a growing list of prospective 
diverse managers, increased allocations to diverse managers, and greater 
consideration and use of diverse financial service providers such as banks, 
brokers, CDFIs, credit unions and consultants. 14



Recommendations – Investment Policy Statement

“By delegation of the Board, the Committee shall review and approve the 
investment policy and provide overall direction in the execution of the 
investment policy.”

• Add responsibilities for committee, consultant and staff, including:
§ Maintain an inclusive process for sourcing, evaluating and recommending 

investment managers across race, ethnicity and gender. 

§ Annually report to the Foundation the number of diverse managers evaluated, 
recommended and hired.

• Increase board participation to ensure strong, ongoing DEI focus and 
integration into investment practices. This may require recruiting 
more board members with investment expertise.

15



Recommendations – Consultant Relationship

Relationship
• Utilize research team to source diverse managers across asset classes, as there are fewer opportunities 

for Pavilion to add value when limited to traditional asset classes with a stable roster of managers. 
• Consider smaller, less well-known firms with greater flexibility to find alpha globally and across capsize.  
• Consider asset allocation strategy that allows for introduction of new managers (e.g., Global Equity, 

Specialty Equity, and core-satellite approach)

• Provide clear expectations and measures of success and hold them accountable. 

Contract

• Add responsibility to maintain an inclusive process for sourcing, evaluating and recommending 
investment managers across race, ethnicity and gender. 

• Add responsibility to report annually to TPF the number of diverse managers evaluated, recommended 
and hired across consultant’s client base.

• Require all manager recommendations to include diversity profile across the firm and investment team

RFPs

• Future RFPs should include evaluation of DEI and diverse manager commitment and results.
16



Recommendations – Third Party Manager Program

• Diverse third-party managers are likely to be recommended by diverse 
donors. Work with Development, Marketing and Board to engage and 
attract more diverse donors, and invite existing donors and their advisors 
into a conversation about racial equity in their portfolio.  

• Add pictures of people of color to TPF website and third-party manager 
program materials. Conspicuously absent.

• Inform professional advisor networks that you seek to improve and retain 
diverse managers.  Recruit diverse tax, legal and financial professionals to 
professional advisor councils.

• Educate and advocate for manager diversity at professional associations 
such CFA, CPA, FPA, CAIA.  Share TPF’s journey and experience to motivate 
others and cultivate referrals. 17



Implementation Roadmap

1
8

1. Add to Investment Committee diversity
a. Institute staggered terms
b. Increase representation of board, women and people of color

2. Establish clear accountability for sourcing and hiring of diverse managers
a. Modify IC Charter, IPS, job descriptions, Pavilion contract
b. Create decision-making authority matrix to clarify roles
c. Ensure consistency in recommendation frameworks
d. Evaluate incentive compensation plan for unintended outcomes
e. Report annual progress to the board

3. Expand networks and manager engagement
a. Network with other investors and service providers
b. Attend conferences and webinars
c. Engage with diverse managers

4. Share progress annually and publicly
a. On website, TPF reports, conferences

“Finding talented diverse 
managers takes skill and 
will. You have the skill. 
Do you have the will?”

- Thurman White
CEO, Progress
Investment
Management 
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Implementation Roadmap
RACIAL EQUITY INDICATOR Roadmap COLOR-

BLIND
DIVERSITY-

ONLY
RACE-

TENTATIVE
EQUITY-

FOCUSED

Stated Commitment 2a X

Race-informed/Race-explicit policy and 
strategies 2a X

Disaggregated Data 2a X

Stakeholder Engagement 1b, 3a-c X

Outcomes Oriented 4a X

Culture of Practice 1a,1b X

Narrative and Communications 2e, 4a X

Accountability Mechanisms 2a, 2b X



Intentionality 
Drives Results



Sample 
Dashboard
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Consultant Biographies

Erika is a Social Entrepreneur in Residence with Common 
Future and a Fellow, Equitable Access to Capital Markets 
in the Fair Finance portfolio of the Beeck Center for Social 
Impact + Innovation at Georgetown University. She brings 
over two decades of experience leading nonprofit and 
philanthropic organizations including the Baltimore 
Community Foundation and the Association of Black 
Foundation Executives (ABFE).           racialequityassetlab.org

Bert Feuss
Senior Advisor
Community Capital Advisors

Bert is a trusted advisor to 
purpose-driven organizations. 
He specializes in the alignment
of investment capital with mission 
to advance racial equity, inclusive 
economies, sustainable growth 
and healthy communities. 

Erika Seth Davies
Founder
Racial Equity Asset Lab

Erika is the Founder of The Racial 
Equity Asset Lab (The REAL), an 
organization working in 
partnership with Common Future 
that centers racial equity in impact 
investing and works to shift capital 
to close the persistent racial 
wealth gap. Bert brings over sixteen years of foundation leadership 

experience in development, finance and investments, 
including at the Silicon Valley Community Foundation 
and Peninsula Community Foundation, where he 
expanded manager diversity, developed ESG portfolios 
and  impact investing services, and oversaw $10 billion 
in assets, third-party DAFs, planned gifts and complex 
gifted assets.                           communitycapitaladvisors.us
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Resources
Essential Readings
• The Curb-Cut Effect
• McKinsey & Co - Diversity Wins
• Evolving Fiduciary Duty of Foundations
• Fiduciary Guide To Investing With 

Diverse Asset Managers
• Due Diligence Commitment 2.0

Research and Reports
• How Race Influences Investor Judgment
• Measuring Diversity Impact Using 

Standardized Performance Indicators
• Financial Returns of Diverse Private 

Equity Firms
• Emerging Manager Monthly
• Diverse Manager Directory

Beeck Center - Hiding in Plain Sight 

BLOG SERIES
• Hiding in Plain Sight: Racism in the 

Room Made Visible by COVID-19
• Bias Has Consequences: Disrupting 

the Cycle of Everyday Racism
• Hidden No More: The Time to Act Is 

Now

WEBINAR SERIES
• Where Racism Exists in the Asset 

Management Industry
• Solutions for Fighting Racism in the 

Asset Management Industry
• Getting It Done: Making the 

Allocation to Diverse Managers

Professional Networks & Events
• SEO
• Toigo Foundation
• National Association of Securities 

Professionals (NASP)
• National Association of Investment 

Companies (NAIC)
• New America Alliance
• Small & Emerging Manager Conference
• Accelerate Investors
• The Investment Diversity Exchange
• Diverse Asset Manager Initiative 

Case Studies
• Knight Foundation
• Rockefeller Brothers Fund
• Carnegie Corporation of New York
• Silicon Valley Community Foundation
• Diversity Of Asset Managers In Philanthropy
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https://ssir.org/articles/entry/the_curb_cut_effect
https://www.mckinsey.com/featured-insights/diversity-and-inclusion/diversity-wins-how-inclusion-matters
https://www.reinhartlaw.com/knowledge/evolving-fiduciary-duty-of-foundations-and-endowments/
https://www.diverseassetmanagers.org/s/DAMI-Fiduciary-Guide-FINAL-ELECTRONIC-VERSION.pdf
https://www.duediligencecommitment.com/
https://c13d9b40-51b9-4af8-8ce3-18538ed172d4.filesusr.com/ugd/34f020_5dafb0523d8740d3a2c3cef497be5fcc.pdf
https://lenoxparkinc.com/wp-content/uploads/2020/08/Lenox-Park-Diversity-Impact-Score-LPI_White-Paper_Spring-2020.pdf
https://2rp8zq2kdoxy38kvwx23zbuc-wpengine.netdna-ssl.com/wp-content/uploads/2020/04/2019-NAIC-ExaminingTheResults-FINAL.pdf
https://emergingmanagermonthly.com/
https://emergingmanagermonthly.com/diverse-manager-directory/
https://beeckcenter.georgetown.edu/hiding-in-plain-sight-racism-in-the-room-made-visible-by-covid-19-and-how-to-create-new-pathways/
https://beeckcenter.georgetown.edu/bias-has-consequences-disrupting-the-cycle-of-everyday-racism/
https://beeckcenter.georgetown.edu/hidden-no-more-the-time-to-act-is-now/
https://youtu.be/lFFCg_X5GbQ
https://youtu.be/7fQRAWr2MDQ
https://youtu.be/JkTyGLre5tw
https://www.seo-usa.org/
https://toigofoundation.org/
https://www.nasphq.org/
https://naicpe.com/
http://www.naaonline.org/access_to_investment_capital
https://semconference.gcmgrosvenor.com/home/
https://accelerateinvestorsny.com/
https://www.tidexchange.com/
https://www.diverseassetmanagers.org/
https://knightfoundation.org/articles/op-ed-diversity-pays/
https://knightfoundation.org/articles/aligning-investments-with-our-mission-diversifying-investment-managers/
https://knightfoundation.org/articles/investing-in-diverse-asset-managers-a-performance-imperative/
https://www.siliconvalleycf.org/sites/default/files/publications/investment-manager-diversity-hardest-taboo-to-break-casestudy.pdf
https://knightfoundation.org/reports/diversity-of-asset-managers-in-philanthropy/


Sample Decision-Making Authority Matrix
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Sample Manager Recommendation Framework
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Annual Reporting Metrics

Consultant*
The consultant is responsible for ensuring an inclusive process for sourcing and evaluating managers 
across gender, race and ethnicity.  On an annual basis, the consultant will report:  
1. The number of new diverse managers sourced and met with, and as a percentage of all 

manager meetings;
2. The number of diverse managers recommended across their institutional client base, and 

as a percentage of all manager recommendations;
3. The number of diverse managers hired across their institutional client base, the volume of 

assets allocated, and as a percentage of all hires and all allocations; 
4. The consultant’s diversity profile across the entire firm (Mercer) and in key decision-making 

roles; and
5. Any new developments to the firm’s diversity, equity and inclusion practices.

* Apply to Bank Trust relationships as well. 27



Annual Reporting Metrics

Staff
The investment staff of TPF are responsible for ensuring an inclusive process for sourcing and 
recommending managers across gender, race and ethnicity.  On an annual basis, investment staff 
will report:
1. The number of new diverse managers sourced and met with, and as a percentage of all 

manager meetings;
2. The number of diverse managers recommended, and as a percentage of all manager 

recommendations;
3. The number of diverse managers hired, the volume of assets allocated, and as a percentage 

of all hires and all allocations; and
4. Any new developments to staff’s diversity, equity and inclusion practices.
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