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Communities of Color

In Northeast Ohio, almost a quarter of our population is comprised of Black or African
American, Hispanic or Latino, Asian, American Indian or Alaskan Native, or Native
Hawaiian or Pacific Islander people. Black or African American, Hispanic or Latino,
and Asian workers are the most represented in Northeast Ohio jobs, at 12%, 4%, and
2% respectively* (*American Indian, Alaska Native, Native Hawaiian, or Pacific Islander
workers make up less than 1% of NEO workers). Each of these populations have seen
either seen some growth or remained flat since 2020. Specifically:

* Hispanic or Latino population grew by more than 5%
* Asian population grew by 4%

e Black or African American population grew by 0.5%

Data for these communities in the workforce shows workers are underrepresented for
in-demand jobs and in broad sectors of the economy. Conversely, these communities
are overrepresented in lower-paying occupations. In this year's report, we take a deeper
look at which industries and occupations have the highest rates of underrepresentation
by communities of color and include data on turnover rates to evaluate: how are we
thinking of retention and aftraction strategies relevant to these workers and relevant

to in-demand industries?e

HOW WE CAN GO ABOVE & BEYOND | Underrepresentation of minority workers within
in-demand jobs can harm a business’s ability to recruit, retain, or attract workers from
these populations. Consider actions that promote equity and fransparency within

the organization, such as auditing for pay equity across internal positions, audit hiring
strategies for practices that could exclude a more diverse pool of candidates, or
engage a local community partner that works with specific communities, such as HOLA
Ohio, which partners with employers, universities, and tfech schools to advance Hispanic
education and workforce opportunities.

Industries with highest
concentration of Black,
Hispanic, and Asian
workforce:

Black: Administrative,
Support, Waste
Management, and
Remediation Services.

Hispanic: Agriculture,
Forestry, Fishing, and
Hunting

Asian: Professional,
Scientific, & Technical
Services + Educational
Services

Racial/ethnicity
breakdown

Occupation with
highest concentration
of Black, Hispanic,
and Asian workforce:

Black: Healthcare
Support

Hispanic: Farming,
Fishing, and Forestry

Asian: Computer
& Mathematical

Sourced from Lightcast 2022 Occupational & Industry Analysis

U.S.
77% of the nation’s

workforce is white

1 3% are Black or

African American

Post-COVID Trends
to Waich

* While rates of educational

attainment are increasing
for adults across racial
groups, Black or African
American, Hispanic

or Latino, and Native
American adults sfill

see gaps compared

to other groups.*

National income disparities
between workers of
different ethnicities persists.
In Ohio, Black, Hispanic

or Latino/ multiracial,

and native American/
American Indian workers
make between $0.14-0.28
less than their white
coworkers.** To appeal
more to a diverse talent
base, companies are
choosing to be transparent
with salary ranges in

the hiring process and
auditing pay between
current white and non-
white workers.

19% are

Hispanic or Latino

776 are

Asian

NEO
12%

47

2o

Black or African Hispanic Two or
American workers | or Latino more
make up 12% races

of jobs

2% Asian

*Weissman, Sara. “"Great Gains, Ongoing Gaps". Inside Higher Ed. January 31, 2023.
**Earnings Disparities by Race and Ethnicity, Office of Federal Contract Compliance Programs, Ohio estimates.
***Bureau of Labor Statistics "“Labor force characteristics by race and ethnicity, 2021". January 2023.



In a proportional world, workers of color would be represented across all occupations at the same rate
they are present in the labor force. So, we would assume that because Black or African Americans make
up approximately 12% of all workers, that approximately 12% of workers in Architecture and Engineering,
would be Black or African American (5% noted in the below figure). However, in the nation and in Northeast
Ohio, redlity reflects “occupational segregation”, or a “lower than their share™” percentage of workers.

% Northeast Ohio Black or African American Workers Employed in...

Health Care Practicioners & Technical

Business & Financial Operations

Sales & Related

Installation, Maintenance & Repair

Computer & Mathematical

Educational Instruction & Library

Arts, Design, Entertainment, Sports & Media
Life, Physical & Social Science
Management

Construction & Exfraction

Legal

Architeture & Engineering

Farming, Fishing & Forestry

I 117
I 107
I 7o

I 87
I 87
I, 7 7o
I 67
I 67
I 67
I 57

Northeast Ohio
Hispanic workers
are currently
underrepresented
in multiple
categories at

2% and 3%

Northeast Ohio
Asian workers

are currently
underrepresented
in multiple
categories at

1%

27
3%

1%

I 57
[ A
I 47
0% 2% 4% 6% 8%
Architecture Educational
& Engineering Instruction
Computer & Library
& Mathematical Healthcare
Practitioners
& Technical
Arts, Design, Business
Entertainment, & Financial
Sports & Media Operations
Legal & Community
Protective & Social Service
Service Transportation
Installation, & Material
Maintenance Moving
& Repair

10% 12%

Legal

Life, Physical
& Social Science

Management

Protective
Service

Building, Grounds
Cleaning &
Maintenance

Farming, Fishing,
& Forestry
Occupations



TURNOVER | The following jobs
have the highest representation

of the three above working
cohorts, a high turnover rate,

and self-sustaining entry-level

wages. Industries that utilize
these employees may increasingly
need strategies to target
retention in these groups.

. . Black or .
2022 Hispanic . . Typical
2022 2020 - 2022 " African Asian Pct. 10
DESCRIPTION Turnover or Latino . Entry-Level
Jobs % Job Change Rate % Amgyl:cqn %% Wage Education
Financial Examiners 1,706 16% 26% 3% 13% 3% $22.78 Bachelors
degree
Clinical Laboratory Bachelor's
Technologists & 4,524 (2%) 30% 3% 15% 6% $17.98
- degree
Technicians
Licensed Practical Postsecondary
& Licensed 13,797 (8%) 60% 3% 25% 1% $20.82 non-degree
Vocational Nurses award
. Postsecondary
Medical Records 5 478 (9%) 35% 4% 15% 3% $16.36 non-degree
Specialists
award
Loan Interviewers il selnos]
2,540 1% 38% 3% 12% 2% $16.30 diploma or
& Clerks .
equivalent
. . High school
Industril Machinery 454 (10%) 36% 4% 5% 1% $20.18 diploma or
Mechanics ;
equivalent
Medical & Health — yn3 16% 35% 3% 12% 2% §29.00  bachelors
Services Managers degree
High school
Welders, Cutters, .
Solderers & Brazers 7,642 9% 49% 5% 6% 1% $16.77 dlplgmo or
equivalent
Engine & Other High school
Machine 2,145 40% 55% 5% 12% 1% $18.28 diploma or
Assemblers equivalent
Paper Goods High school
Machine Setters, 1,728 (10%) 55% 5% 12% 1% $16.09 diploma or
Operators & Tenders equivalent




g ferracon

Explore with us

Aligning Opportunities
with Y.O.U.

Who is Terracon?

Terracon is a 100% employee-owned consulting engineering
firm, specializing in environmental, facilities, geotechnical,
and materials services. Terracon’s 6,000+ employees are
trained in industry-specific issues and trends, quality product
selection, and system performance solutions (to name a
few) making them invaluable partners in the national
engineering, manufacturing, and construction economies.

Aligning With Y.0.U. and Others to
Advance Organizational Diversity

The Terracon Cleveland office has the same staffing
challenges as other business organizations: aftracting
new talent, retention, and development/growth for
existing employees. All new employees that join our feam
begin as a technician trainee so that they can obtain a
solid background in the testing industry. Each will learn
the basic procedures for testing concrete and soils. The
position does not require a degree, so it could potentfially
be filed by any person out of high school or out of college.
Unfortunately, the pay range for this position makes it
challenging to compensate both college graduates

and high school graduates the same starting wage.

Terracon also identified diversification of their
departments as another area they needed to grow in.
As aresponse, the company has developed a suite of
tools designed to keep talent engaged and increase
diversity within its organization, of which its Materials

department was no exception. In February 2022, the
Materials department had one person of color and no
women in a department of 22 employees. Fast forward
to October 2023, and using the strategies outlined below,
the department has since brought on 3 people of color,
2 international students, 1 female project manager, and

1 female technician to their team. During the same fime
frame, they also hired a 68 year old technician who was
simply looking for a steady job. Terracon’s suite of tools is
outlined below:

 Terracon Career Job Trees show employees how they
grow, like the Technician/Inspector to Office Project
Manager track: Terracon has job trees that detail what
experience and/or certifications are needed to move
to the next position. They provide Technician/Inspector
employees with a rough fimeline on how many years
it could take them to go from an entry-level technician/
inspector to a Project Manager position in an office setfing.

Terracon doesn't just post the position online.

The old days of “just post a position and people

will apply”are over. Terracon attends Career Fairs,
participates in Co-ops, hosts International Students,
and joined the popular student-job board Handshake.

Terracon partners with local organizations like
Cuyahoga Valley Career Center (CVCC) and

Youth Opportunities Unlimited Terracon had the
opportunity to partner with Youth Opportunities
Unlimited (Y.O.U.) fo host a Y.O.U. paid high school
infern. The intern’s name was Katarina, who attended
St Joseph Academy and was looking for exposure fo
the engineering field. She worked 3 days a week in
July/August in a variety of office duties until her regular
school classes began.

“I would encourage others
to utilize this unique learning
opportunity. Y.O.U. can be very
helpful providing experiences
for young students in the real-world
work environment where they
can explore a career path.”

- Mark Hornyak, Department Manager
of Materials: Terracon
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