
 

 

 

FINAL ASSESSMENT 
Diversity, Equity and Inclusion Charter 2021 

 

Context  

In the fall of 2020, HealthMPowers embarked upon a formal process to set an organizational vision and 

focus on diversity, equity and inclusion. To help the organization set a strong foundation, an 

independent organizational DEI expert, Joanne Chu, was hired. She worked with members of the staff 

DEI committee as well as the staff leadership team to develop a foundational charter to focus the 

internal and external objectives that mark HealthMPowers first formal foray into equity as a mission, 

data and moral imperative. The charter was presented to the full staff as well as approved by the full 

board of directors in late 2020 and implementation began in 2021. The Charter as written was to be 

completed and assessed in January 2022 to provide accountability back to the full board, staff and 

investors on the organziation’s progress meeting the intended outcomes, as well as inform the next 

iteration of the organization’s commitment to diversity, equity and inclusion.  

Need 

HealthMPowers’ focus on diversity, equity and 

inclusion can be characterized as a mission, 

data and moral imperative. HealthMPowers’ 

vision is to ensure all children are nourished 

and active. In 2020, roughly 84% of the children 

served by HealthMPowers programming were 

children of color. A consistent trend of Georgia-

specific data continued to shine a light on 

signficant inequities among Black and brown 

children where lack of physical activity and 

poor nutrition were contributing factors to the 

early onset of chronic conditions. Black and brown Georgians are more likely to be SNAP-eligible, live in 

areas designated as food deserts and face higher rates of obesity.  

Additionally, HealthMPowers had begun a powerful equity-driven initiative known as the Girls 

Empowering Movement which seeks to tackle gender-based disparities caused by a dramatic drop in 

physical activity among middle school-aged girls. It is the belief of the staff and board that a focus on 

diversity, equity and inclusion will make us a stronger organization better equipped to serve the 

constituents we partner with exciting potential to improve our impact, as well as recruit and retain a 

diverse, talented workforce drawn to an organization that values and actively works to create an 

environment of respect and foster belonging. Further, the organization’s largest program footprint, 

SNAP-Ed, or the Empowering Healthy Choices in Schools, Homes and Communities program, serves an 

overwhelming majorty of people of color as the target population of that program. 

Figure 1 Georgia Health Policy Center, Georgia State University, 2021 



 

 

Charter Objectives  

 

Final Assessment  

Objective  Outcomes   

Staff and Board can articulate why 
equity is mission-imperative.  

- A formal case statement iterating the organization’s 
interest in equity was finalized; the board and staff 
were briefed and trained  

-  

Staff is involved in quarterly evidence-
based DEI professional 
development/courses that support our 
work.  

- CEO and Executive Program Director completed 6-
week Seeing Whiteness program for non-profit 
leaders  

- Early Care program officer serves on Robert Wood 
Johnson Health Equity committee  

- Staff members attended multi-week Institute for 
Public Health equity training with state and non-
profit partners  

- Professional development sessions held on multiple 
topics related to DEI issues in conjunction with all-
staff meetings, as well as periodic lunch-n-learns  

Board has increased literacy around key 
DEI issues as it pertains to mission and 
governance.  

- Board invited to key data briefings exploring health 
equity topics including a virtual lunch and learn in 
February 2021 

- New class of Board members are majority people of 
color  

- Quarterly board updates on the DEI charter provided 
throughout 2021 



 

 

- Full board training with external DEI professionals in 
December 2021 

HMP will strive to disaggregate 
program data by race, gender, age 
whenever possible, in support of 
strengthening the delivery of our 
mission and “meeting people where 
they are.” 

- Added race and ethnicity questions to HMP survey 
tools in the secondary setting (SNAP-Ed) 

- Adult survey data in PEARS now includes race and 
ethnicity data (SNAP-Ed) 

Trainings, resources, and services are 
aligned with what our communities 
need. 

- Resource review and audit completed, with changes 
made to materials, that embody DEI best practices 
and differentiated learning  

- Closed captioning functionality added to all virtual 
trainings  

- In-language materials offered regularly across all 
SNAP-Ed settings  

- GEM programming updated to ensure it is 
appropriate for all physical abilities  

- GNPA assessment tool updated with more inclusive 
language  

HMP has processes in place to 
collaboratively engage with 
communities to identify specific 
challenges to build stronger 
partnerships. 

- Hosted guest speaker from a local food pantry 
partner during pre-planning meeting with all staff  

- Food drive organized in support of Loaves and Fishes 
pantry   

- Community service day completed December 2021  
- Staff utilizing landscape scans to better understand 

communities 

 

Internal Organizational Outcomes  

The HMP team took several big steps forward to center diversity, equity and inclusion in our operational 

processes, including a major focus on recruitment and hiring practices. In line with best practices, HMP 

made the following changes during 2020-2021: 

 Updated our job posting and recruiting process to include a focus on HBCU alumni groups, and 

more diverse connections to promote openings such as relying on our community partners 

including the Latin American Association, Center for Pan Asian Community Services and more 

 Initiated the process of posting position salary ranges to promote transparency in recruiting 

 Added a question about applicant’s approach, experience and thoughts on diversity, equity and 

inclusion and serving communities in a supportive partnership role.  

 Updated the HMP Employee Handbook, with an inclusive input process for all staff including the 

DEI committee, to create an equitable environment including but not limited to creating the 

organization’s first formal parental leave program.  

 Augmented the HMP new employee on-boarding process to include a review of the DEI charter 

and the organization’s commitment to DEI.  



 

 

 Consistently gauging needs among the staff for DEI topics and professional development 

through surveys and ongoing requests for iterative feedback.  

 Created an internal-facing email publication called 5 Things on a Friday that shared key DEI 

articles, resources and anecdotes related to the work of HMP.  

 Began the process of training the staff to conduct community landscape assessments to better 

prepare to serve the communities we work in by understanding the assets and needs.  

External Outcomes  

 Began to consistently speak to the health disparities related to the work of HMP in public-facing 

settings including but not limited to the HMP blog, virtual events, meetings with funders and 

partners and in published writing such as the op-ed on the heels of the 2021 Kids Count report 

which was published by Georgia Health News.  

 Equipped staff with trainings and tools to lead inclusive and effective trainings, especially when 

a difficult circumstance arises.  

 Began the process of normalizing the addition of pronouns to our email signatures, Zoom 

identity, etc. to show our partners that we are an inclusive staff and institution.  

 Updated forward-facing resources and communications to ensure they are accessible for all 

abilities, as well as culturally-appropriate and in line with best practice. (This occurred in 

partnership with funding from SNAP-Ed in the fall of 2021.)  

Critical Lessons Learned 

Initiating DEI work in the middle of a pandemic when most staff are entirely virtual played a huge role in 

building trust, a required component for a strong DEI program. As a result, we had instances where we 

had to have separate, small-group conversations and began the practice of instituting small-group break 

out sessions during professional development sessions to try and build trust and community among the 

staff. Second, HMP learned a lot about how to structure the DEI work, as well as share accountability. 

The original structure included a self-identified DEI committee made up of eight staff members. They 

met on a bi-weekly basis and took the lead the initial creation of the DEI charter, professional 

development offerings, created and published the 5 Things on a Friday email, and led many DEI-

initiatives including providing handbook revision updates, created a resource audit checklist and took 

the lead on training the staff in auditing existing resources and participating in new employee on-

boarding. However, over time, the committee began to feel as though they did not have enough 

accountability from the leadership team, raised deficiencies in information sharing and decision-making, 

and faced instances of disrespect. As a result, in late 2021, the decision was made to disband the formal 

DEI committee and move the accountability to the full leadership team, with involvement and 

leadership from a few non-leadership team members with a passion for the topic.  

A second lesson learned is to not underestimate the investment needed in staff from both a technical 

and knowledge perspective, as well as a practical perspective with exposure to tools and approaches to 

handle difficult conversations whether they arise internally from colleagues or from outside audiences 

such as partners at sites, parents, students, etc. A number of role play scenarios, as well as opportunities 

for modeling learning moments, allowed staff to get comfortable with how they would address difficult 

situations. That work must continue.  



 

 

Overall, the DEI work will not be successful if it is not embedded across the organization as part of our 

DNA. Therefore, moving from a stand-alone charter to fully embedding DEI principles and goals across 

our programs, internal systems and processes and as a core component of the strategic plan will be the 

desired path forward. It remains to be seen if this is the best structure and we will be watching and 

learning and making changes as we proceed. DEI is a difficult, though necessary process, and leadership 

is committed to finding the best way for HMP to remain committed to DEI goals while also respecting 

staff and creating a culture of belonging.  

The Work Ahead  

The Charter was an excellent tool to lay a foundation for the early diversity, equity and inclusion work 

for HealthMPowers. Moving forward, however, the objectives and focus will be built into the 

organization’s formal strategic plan to better embed the concept into our DNA, as opposed to a separate 

effort that lives on a parallel track to operational, programmatic and governance priorities. Given the 

assessment of the charter objectives, and plans already in place for 2022, HealthMPowers will focus on 

the following next steps: 

1. Ongoing staff and board professional development  

a. In 2022 HMP will make the single largest investment in staff professional development 

on DEI principles in the organization’s history. The entire staff will participate in a multi-

day training hosted by the Institute for Public Health Innovation to ensure the 

knowledge and practice of DEI principles continues and is available to all staff. This 

professional development opportunity will be funded entirely through SNAP-Ed as DEI is 

a core priority for growth among implementing agencies in Georgia and across the 

nation. HMP’s DEI focus will enable us to continue to remain at the forefront of 

expectations and the direction desired by SNAP-Ed to keep us aligned with funding 

moving forward.  

b. Small group trainings and intensive sessions will continue in 2022, leveraging existing 

resources, for all members of the staff as part of our regular professional development, 

as well as new hire on-boarding.   

2. Leverage and support staff serving in training or leadership roles related to health equity.  

a. HMP seeks to enroll staff leaders into positions of service on steering or advisory 

committees, at conference presentations, in learning cohorts and more. Specifically, 

staff and student health advocates will serve on the Robert Wood Johnson Committee 

for Health Equity. Additionally, the organization will be represented as a conference 

speaker at the March 2022 Healthcare Georgia Foundation conference with a session 

focused on health equity.  

3. Continue to focus on internal improvements to implement best practices across our human 

resources systems and processes.  

4. Further explore opportunities to disaggregate data by race, ethnicity and socioeconomic status 

to further inform the effectiveness of our work among our target populations.  

5. Seek more diverse, community-centered partnerships that reflect the racial, cultural, ethnic and 

socioeconomic make-up of the sites we work with to further improve our efficacy.  

6. Leverage our marketplace power and support more communities of color by increasing 

procurement from BIPOC-owned businesses.  

7. Deepen the organization’s commitment to a racially-diverse board and staff.  



 

 

a. Utilize staff recruiting avenues to ensure a diverse pool of candidates for jobs at all 

levels of the organization, and strive to add further diversity to the board of directors 

and continue the upward trend toward diversification.  

 

Baseline Data  

Board diversity trends:  

Full Board 
Non- White % 

FY16-FY18 ~5% 

FY19 ~5% 

FY20 10% 

FY21 20% 

FY22 27% 

 

 

Staff diversity trends: 

All Staff 
Non- White % 

FY17 30% 

FY18 36% 

FY19 36% 

FY20 46% 

FY21 47% 

FY22 49% 

 

 

Leadership Team Non- 
White % 

FY20 
(Dana Griffith, Chris Stewart, Suzanne Glenn, Shelle Deal, Kendall Charlton, Adria Myer, 

Delilah Landrum, Kristy Bond, Lee Ann Else, Christi Kay, Sequoya Howard) 

36% 

FY21 
(Dana Griffith, Chris Stewart, Suzanne Glenn, Shelle Deal, Kendall Charlton, Adria Myer, 

Delilah Landrum, Kristy Bond, Crystal Lazarus, Jennifer Owens, Sequoya Howard, Lee Ann 
Else) 

41% 

FY22 
(Chris Stewart, Shelle Deal, Kendall Charlton, Dana Griffith, Suzanne Glenn, Adria Myer, 
Crystal Lazarus, Sequoya Howard, Kristy Bond, Lee Ann Else, Danielle Adamson, Jennifer 

Owens) 

41% 

 



 

 

APPENDIX A: Charter Outcomes Matrix of Completed Activities  

DEI Workplan 
Completion Date: January 3, 2022  

Internal Focus Intended Outcomes: 
1. Staff and Board can articulate why equity is mission-imperative for HealthMPowers to be successful 
2. Staff is involved in quarterly evidence-based DEI professional development/courses that support our work 
3. Board had increased literacy and competence around key DEI issues as it pertains to both mission and governance 
4. HealthMPowers program data is disaggregated by race, gender, age and any other relevant DEI best-practice factors 
whenever possible, in support of strengthening the delivery of our mission 
5. HealthMPowers staff embody a culture of empathy & respect: 
     a. HealthMPowers has a culture of repair and restore when micro-aggressions occur 
     b. HealthMPowers staff is aware of how stereotypes and bias are harmful to each other and communities we serve 
     c. HealthMPowers resources, trainings and external messages are inclusive to people of all abilities 
 
External Focus Intended Outcomes: 
6. Trainings, resources and services are aligned with what our communities need and ask for 
7. We have more processes in place to collaboratively engage with communities to identify specific challenges to build 
stronger partnerships 

Month Deliverable 
Outcom

e 

Person(s) 
Responsibl

e 
Due Date Status  Notes 

 

April 2021 

Resource Audit 
Professional 
Development 5c, 6 

Team Apr 16 Complete   

Resource Audit 
Checklist/Diagram 
Example 
5 Things on a Friday 5c, 6 

Bonnie A., 
Alexis U., 

Dan S. 

week of 
Apr 5 

Complete   

Landscape Sessions 6 
Kristy B., 

Sequoya H.  
    

DEI Onboarding Process 
Established and 
Initiated & Ongoing 1 

Sequoya 
H., Dustin 
S., Dan S. 

4/17/202
1 

Complete   

Resource Audit 5c, 6 
 Apr - Jun  layout steps/timeline 

for settings 

May 2021 

Employee Handbook 
Revisions 
5 Things on a Friday  

Bonnie A. 
Dustin S. 

Caroline S., 
Meggie S. 

4/14/202
1 

Complete 

Group to have 
markups placed in 

Teams for team 
discussion 

  
     

  
     

  
     

June 2021 

Race and ethnicity 
questions added to 
secondary behavior 
data 4 

Anaise Q. 
12/1/202

1 
Complete 

Previously only 
gender/grade was 

reported 

Adult survey activities 
including race/ethnicity 
added to Program 4 

Anaise Q, 
6/21/202

1 
Complete   



 

 

Evaluation and 
Reporting System 
(PEARS) 
5 Things on a Friday 

  
     

  
     

 

July 2021  

Community Day: 
Canned Food Drive 

7 

Dustin S.   
July 26 - 

Aug6 
Complete 

Invite food pantry 
director to discuss 

challenges faced and 
how we can be better 

allies 
Pre-planning: 
Community Spotlight 
with Loaves and Fishes 
Director Valerie Sewell, 
DEI Flowchart 
introduction 
5 Things on a Friday 

6,7 

 26-Jul Complete 

Overview of DEI, 
reiterate that DEI is 

not a side project and 
is the foundation of all 
of our work, Overview 

of charter including 
outcomes and 

progress on timeline  

 
     

  
     

August 2021 

PD: Microagressions 5a 

Meggie S., 
Dan S., 

Alexis U., 
Kristy B. 

27-Aug Complete   

5 Things on a Friday  
Kristy B.     

Intro to New Case 
statement, talking 
points, elevator speech 2, 5, 3 

Kristy B.  Complete   

Lunch & Learn: SNAP 
Benefits 5b 

Meggie S., 
Dustin S. 

 Complete   

September 
2021 

Professional 
Development: Tommy 
Pierce, Lysa Moore- 
Neighborhood Nexus 
5 Things on a Friday 
(Hispanic Heritage 
Month)   

  Complete 

Survey idea: When do 
you feel most 

respected in your 
role/in life at HMP? 

  
     

  
     

 

October 2021 

  

    

November202
1 

Staff Professional 
Development: 
LGBTQIA+ and Health 
Equity  

  Complete   



 

 

5 Things on a Friday 

December 
2021 

Community Day: 
Volunteer at Books for 
Africa  

  Complete   

Finance Team 
Professional 
Development Session 1 1 

  Complete   

Board training with 
Emory University DEI 
staff members  
5 Things on a Friday 
Training: Landscape 
Sessions/Community 
Scans 1, 3 

  Complete  

 

Finance Team 
Professional 
Development Session 2 5a, 5b     

January 2022 

Finance Team 
Professional 
Development Session 3 
5 Things on a Friday 1, 5a, 5b     

 


