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Since beginning this initiative, KHC has:

• Created a DEI Scorecard, Budget and Program 
Metrics

• Increased the diverse representation among staff
• Diversified its marketing efforts
• Heightened awareness of translation, 

interpretation resources
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Program Program Qualifications
Non-White 

% within 
Qual Pop

Q1 Q2 Q3 Q4

AHTF Home Repair <60% AMI, homeowner 6-8% 18% 11% 7% 17%

COC <30% AMI, renter, "at risk of 
homelessness" 16-21% 21% 20% 20% 20%

ERA <80% AMI, renter 18-21% 31% 42% 42% 42%

ESG-CV <30% AMI, renter 16-21% 20% 20% 16% 21%

ESG <30% AMI, renter 16-21% 18% 17% 16% 23%

TBRA <60% AMI, renter, no more than 80% 
on recert 18-21% 9% 9% 11% 12%

HCV 75% of approved applicants must be 
<30% AMI 16-21% 21% 22% 23% 23%

HOME Builder <80% AMI, homeowner 6-11% 40% 8% 0% 38%

HOPWA <80% AMI, renter, HIV diagnosis 18-21% 48% 41% 34% 58%

Single Family 
Lending <175% AMI, homeowner 7-11% 20% 24% 23% 22%



KHC is now working to complete more of its strategic 
DEI objectives and engage more staff members.

• Launch an ambassador group
• Increase participation in IDEAS page and forum
• Train the DEI Panel
• Release another all-staff DEI training
• Relieve the burden on our bilingual staff



An Innovative Approach to 
Inclusion, Diversity, Equity & Access
Adrienne P. Whitaker, 
Director of Diversity, Equity and Inclusion
Virginia Housing

Bright IDEA



It begins with a framework



What is Our Why?
Our Mission: 
Helping Virginians Attain Quality, Affordable 
Housing

Our Slogan: 
Home Helps Everyone



Bright IDEA – The 
Path

1. Access and Success 
(Hiring/Retaining)

2. Climate and Intergroup Relations 
(Creating Culture)

3. Training and Education (Engaging)
4. Infrastructure and Accountability 

(Internal Support Systems)
5. Community Engagement (Targeted 

Outreach)



Infrastructure
• Incorporated IDEA into overall Strategic 

Plan
• DEI Consultant – TMI Consulting
• DEI Director
• IDEA Commitment Statement
• IDEA Strategic Plan
• IDEA Training Sessions
• IDEA Council
• Expanded Leadership Team



Diversity & Cultural 
Awareness

• The Press Articles  (weekly newsletter)

• IDEA Council Activities/Events
• IDEA Speakers

• IDEA & TD&L Sessions

• Elevate Series – Program Areas



Operationalizing IDEA
• IDEA Data Informed

• Incorporating IDEA into Department  Business 
Plans

• IDEA & Associates Survey

• IDEA & Stakeholders Survey

• Minority Business Advisory Council 
• Exceed SWaM Goals

• Incorporated Audit



New Initiatives



Targeted Outreach & 
Engagement

• Sponsorships 

• Marketing Efforts
• Community Outreach

• Supplier Diversity 

• Community Partnerships
• Historically Black Colleges & Universities



Strategic Partnerships 
& Memberships

• ChamberRVA
• disAbility Law Center
• Metropolitan Business League
• NAACP
• NAMMBA
• NAREB
• Urban Financial Services Coalition
• Virginia Asian Chamber of Commerce
• Virginia Bankers Associates
• Virginia Hispanic Chamber of Commerce
• Virginia Pride
• National Urban League



Our IDEA 
Road Map
Navigating Our Journey



Continuum of Inclusive and Equitable Organizational Development

Monocultural Non-discriminating Inclusive & Equitable

Stage 1

Excluding
Stage 2

The Club
Stage 3

Compliance
Stage 4

Affirming
Stage 5

Redefining
Stage 6

Inclusive

◗ Openly maintains dominant  

group’s power

◗ Deliberately restricts  

membership

◗ Designed to maintain one  

group’s dominance over 

others

◗ Overt discrimination  and 

harassment go unaddressed

◗ Unsafe and dangerous  

environment for minoritized 

individuals

◗ Maintains privilege of  

historically powerful 

group(s)

◗ Dominant culture‘s norms,  

policies, services, and  

procedures are seen as the 

only or “right” way

◗ Limited number of token  

members from other 

identity groups are allowed 

in IF they have the right 

credentials, attitudes, and 

behaviors

◗ Engage with DEI issues only 

on dominant group 

members’ terms

◗ Committed to removing  some 

bias

◗ Provides some access to  

members of previously 

excluded groups

◗ No change in organizational  

culture, mission, or structure

◗ Minoritized members are 

responsible for “not making 

waves,” offending/challenging 

dominant  group members

◗ Efforts to change the profile  

of the workforce

◗ “Token placements” must  be 

team players and not raise 

issues related to 

organizational culture  around 

sex, gender-identity, 

race/ethnicity,  ability, class, or 

sexuality

◗ Committed to removing  

historically biased 

practices and barriers

◗ Actively recruits, retains, 

and develops members of 

groups that have been 

historically denied access 

and opportunity

◗ Employees are 

encouraged to be 

culturally aware and 

responsive

◗ Employees must 

assimilate  to 

organizational culture

◗ Moving beyond non-  

discriminating and first-level 

awareness

◗ Developing a climate that 

values and leverages 

diversity

◗ Beginning to question the 

limitations of organizational 

culture, mission, policies,  

structures, operations, 

services, and management 

practices

◗ Committed to redesigning 

and implementing policies 

and practices to redistribute 

power,  and ensure inclusion,  

participation, and  

empowerment of all 

members

◗ Mission, values, operations, 

and services reflect the 

contributions  and interests 

of a broad  diversity of 

cultural and social identity 

groups

◗ Leaders and the workforce 

act on organizational 

commitment to eradicate all 

forms of bias and  inequity 

within the  organization

◗ Members across all identity  

groups are full participants  

in decision-making

◗ Actively works in larger  

communities to eliminate  

opportunity gaps and  create 

inclusive excellence



Our Goal
To be an inclusive & equitable organization with a 
sense of belonging for all our associates and 
committed to our mission



Taking 
Ownership
  Agency Wide Discussions – Moving Along the 

IDEA Continuum 
• Session I – Identification
• Session 2 – Problem Solving
• Session 3 - Visualization

 Addressing Outcomes from IDEA Survey
   Ongoing Training –  Next Up is Allyship



Replicable
• Incorporate into overall strategic plan

• Invest in training

• Identify a framework 

• Leverage external experts

• Develop strategic partnerships & relationships

• Communicate internally & externally

• Incorporate accountability

• Determine what you want to track…and track it
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