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Executive Summary

In its 2019-2023 Strategic Plan, BRIDGE Housing pledged to promote a 
culture that celebrates diversity, equity and inclusion (DEI). According to the 
plan, this work is “essential to BRIDGE’s effectiveness and commitment to its 
employees and the communities it serves.”

In Fall and Winter of 2020-21, BRIDGE Housing partnered with Promise54, a consulting firm that helps 
mission-driven organizations advance DEI priorities. Promise54 worked with BRIDGE to deepen its 
understanding of current organizational challenges and strengths related to DEI through artifact analysis, a 
companywide survey, focus groups, and conversations with the Senior Leadership Team (SLT) and Board. 
Upon deeper understanding of current challenges, BRIDGE’s DEI Subcommittee, SLT and Board collaborated 
to create a DEI Plan for the company to execute over the next three years and beyond. BRIDGE envisions the 
plan as an initial step in embedding DEI principles into all aspects of BRIDGE’s work. 

ARTIFACT REVIEW
Provided understanding of current structures, practices and language around DEI

SURVEY ANALYSIS
Robust data about current challenges from a companywide survey informed development 
and testing of hypotheses in focus groups

FOCUS GROUPS
33 unique participants engaged in focus groups to complement and contextualize trends in 
the survey

PLAN CREATION
DEI Subcommittee of 11 staff members collaborated with Promise54 across a series of 
planning sessions to develop the DEI Plan, informed by the survey and focus groups and 
reflecting input from the SLT and Board
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MISSION

BRIDGE Housing strengthens communities and 
improves the lives of its residents, beginning – but 
not ending – with affordable housing.

VISION

• BRIDGE continues to be a sought-after leader in 
the mission-driven business of affordable and 
mixed-income housing, bringing quality, scale 
and innovation to production in diverse west 
coast markets

• BRIDGE creates opportunities for its residents 
and their neighborhoods through community 
investments tailored to leverage opportunities 
for people and places

• BRIDGE earns the highest degree of customer 
satisfaction from all stakeholders, including 
residents, neighbors, investors, taxpayers, 
private- and public-sector partners, and 
employees

• BRIDGE is the go-to developer and owner for 
public officials, investors and communities 
seeking an array of housing solutions, and it 
delivers results

• BRIDGE, its staff, Board and partners are 
builders not only of healthy places to live but of 
effective leadership for now and the future of the 
industry

CORE VALUES

• Strive for excellence

• Act with integrity and honesty: constantly aim to 
uphold the highest professional standards

• Be results-oriented: define and achieve 
ambitious, measurable goals

• Show commitment to mission: persevere in the 
face of challenges, seek resources to ensure 
the best outcomes and work toward successful 
outcomes

• Hold accountability for actions: take 
responsibility for company, team and individual 
performance

• Respect the rights and dignity of others: 
accept people for who they are and for their 
knowledge, skills and experience

• Promote inclusion, equity and diversity: BRIDGE 
celebrates the diversity of the communities it 
serves, and believes in providing opportunity for 
all while respecting individual differences 

• Demonstrate compassion for others and work to 
improve their lives

BRIDGE Fundamentals
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STAFF EXPERIENCE SURVEY

• Conducted in Fall 2020 to gauge staff 
perspectives on the effectiveness of DEI efforts 

• Response rates of approximately 60% among 
BRIDGE Housing Corporation staff and 
30% among BRIDGE Property Management 
Company staff

• Survey responses were benchmarked against 
2,215 national respondents in other organizations

ORGANIZATIONAL PROFILE

• Assembled in Fall 2020 to capture and share 
data on demographic diversity as well as 
existence of DEI policies, systems and practices

• BRIDGE’s profile was benchmarked against 165 
other organizations (100+ employees)

FOCUS GROUPS

• Promise54 conducted five 75-minute focus 
groups with a total of 33 staff in November 2020

• Held to contextualize Staff Experience Survey 
data with specific attention to:

• Affinity-based experiences (e.g. people of 
color, LGBTQ+)

• Experiences across organizational 
components: BRIDGE Property Management 
Company (BPMC) vs. BRIDGE Housing 
Corporation (BHC)

• Reactions to results reflected in DEI survey 
data

HIGHLIGHTS OF STAFF EXPERIENCES 
AND PERCEPTIONS:

1. Intent to stay at BRIDGE is high, especially 
compared with national benchmarks

2. High levels of diversity at the organization 
over all; relative to other organizations 
benchmarked, BRIDGE has a more 
demographically balanced staff

3. The leadership team communicates well with 
the organization

4. BRIDGE respects individuals and values 
differences

SURVEY RESULTS SHOW 
OPPORTUNITIES FOR BRIDGE TO:

1. Increase explicit commitment and 
accountability to DEI, and to invest in capacity- 
and trust-building on the topic

2. Acknowledge and address the presence of 
interpersonal biases and the disproportionate 
impact they have on staff with historically 
marginalized identities

3. Deepen investment in staff diversity through 
recruitment and retention practices at BHC and 
across leadership levels

4. Increase opportunities for advancement across 
the organization

5. Increase inclusion and transparency in 
decision-making

Current State of DEI at BRIDGE
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BRIDGE developed a DEI Belief Statement and 
definitions of diversity, equity and inclusion through 
an iterative process guided by Promise54 and which 
included: 

• Working Group of 40+ staff who expressed 
interest in contributing to BRIDGE’s DEI efforts

• Subcommittee of 11 staff from across the 
organization who volunteered to lead 
development of BRIDGE’s multi-year DEI 
strategies

• Senior Leadership Team

• BRIDGE Board of Directors

DEI BELIEF STATEMENT

Longstanding systemic discrimination created many 
of the housing problems our cities face today, and 
as one of the largest nonprofit affordable housing 
developers on the West Coast, BRIDGE has the 
responsibility and an opportunity to actively change 
that landscape. 

Only by actively assembling a diverse, inclusive 
team and nurturing an open, collaborative and 
trusting environment, will BRIDGE be able to work 
towards disrupting and dismantling the current 
systems of injustice at their root. We will focus on 
this work within our organization and Board and the 
communities we serve. Respecting the rights and 
dignity of others, and accepting people for who they 
are and for their knowledge, skills and experience, is 
integral to BRIDGE’s values and beliefs. 

The power of our collective and individual 
commitments to these beliefs is reason enough to 
be confident of our ability to achieve our mission as 
we work to create a more just and equitable world.

DEFINITION OF DIVERSITY

BRIDGE believes that diversity enhances our ability 
to serve communities. BRIDGE recognizes, respects 
and affirms diversity, including all identities, lived 
experiences, backgrounds, beliefs and perspectives 
that make individuals unique.

DEFINITION OF EQUITY

We recognize that inequities exist and are barriers 
to access to opportunity. By understanding root 
causes of outcome disparities, leading with an 
equity mindset and having honest, transparent 
conversations, BRIDGE commits to the advancement 
of people, especially people who have historically 
been marginalized, within all levels of our 
organization and within the communities we serve. 

DEFINITION OF INCLUSION

BRIDGE is committed to intentionally creating 
inclusive environments where people feel 
welcomed, respected, valued and heard. BRIDGE 
strives to break down biases—conscious and 
unconscious—to foster greater inclusion across its 
communities, workforce and Board. BRIDGE will 
further develop a culture of belonging by inviting 
all people to participate and providing access to 
opportunities for growth. 

DEI Belief Statement and Definitions
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The Subcommittee, working with Promise54, 
developed BRIDGE’s three-year plan between 
December 2020 and March 2021, with periodic 
input and feedback from the Senior Leadership 
Team and Board. After establishing working drafts of 
the Belief Statement and DEI definitions, the group:

• Explored potential root causes of BRIDGE’s DEI 
challenges using survey and focus group data

• Brainstormed strategies to address root causes

• Collaborated to assess strategy details, priority 
levels and highest leverage strategies

• Developed implementation recommendations 
and considerations

Note: strategies in bold are considered “big rocks / 
heavy lifts”

1: RECRUIT, HIRE, ADVANCE

1a. Map and communicate career pathways for 
all BRIDGE staff by role and title, including 
pathways for staff who are non-managers

1b. Actively recruit at smaller, local junior 
colleges and HBCUs (historically Black 
colleges and universities) and enhance 
diverse pipelines through internships for 
candidates with marginalized identities

1c. Leverage current networks and internal talent 
by creating incentives for referrals from 
current employees (e.g. bonus, additional 
PTO, etc.)

1d. Enhance internal advancement by frequently 
communicating job opportunities internally 
(e.g. weekly email, job bulletin, during 
performance evaluations with managers)

2: CAPACITY BUILDING

2a. Leaders: Develop and communicate a 
management/leadership DEI philosophy 
for leaders and managers to embody and 
implement

2b. Managers: Institute management training for 
all managers to develop managerial capacity 
and skills, including support, coaching 
and resources for ongoing discussions of 
DEI with expectation that SLT/Leadership 
are cheerleaders for DEI and model DEI 
vulnerability 

2c. All Staff: Analyze BRIDGE’s internal forms and 
training materials to remove biased language 
(e.g. gender binary options) going forward 

2d. All Staff: Provide a series of mandatory, 
interactive DEI trainings for all staff (e.g. anti-
bias) to positively impact engagement with 
all audiences, including colleagues, partners, 
residents, etc. 

2e. All Staff: Educate all staff about personal 
pronouns as they relate to gender identity, 
including the practice of adding pronouns 
to email signatures, to foster a sense of 
inclusivity and belonging

2f. Managers: During annual reviews, give direct 
reports the opportunity to provide feedback 
about their managers to the managers’ 
supervisors; feedback from direct reports 
offers different perspectives on managers’ 
strengths and areas for growth

3: TRANSPARENCY/ACCOUNTABILITY

3a. Build shared strategic vision for DEI with 
specific goals and progress to date that is 
public and documented

3b. Create opportunities for more Board and 
staff interaction, beyond Senior Leadership 
Team members

3c. Define and socialize shared DEI definitions and 
beliefs

3d. Evaluate/review business units (and leaders) 
for DEI outcomes

Three-Year DEI Plan
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4: EXTERNAL COMMITMENTS

4a. Commit to contracting (30%+) directly or 
through subcontract with businesses owned by 
people who are Black, indigenous, people of 
color and/or women during the procurement 
process for goods/services across the 
organization, with an emphasis on increasing 
equity for people who have been historically 
marginalized

4b. Support partners (e.g. the California Tax Credit 
Allocation Committee) to embrace DEI by 
making changes to their documentation and 
processes

4c. Set targets for and create evaluation/reporting 
processes for commercial and community-
serving spaces to promote businesses and 
services owned by people who are Black, 
indigenous, people of color and/or women

5: CULTURE

5a. Demonstrate DEI commitment by creating 
an environment where participation in 
culture building will become part of every 
employee’s work schedule. 

5b. Provide a rotational program between 
different teams at BHC and between BPMC/
BHC (e.g. shadow for 2-3 days)

2

22002211
Q2 Q3 Q4

DEI STRATEGY SEQUENCING (PRELIMINARY)
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timeline created by the end of 2021.
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Appendices
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DEI SUBCOMMITTEE
Brooke Barnhart, Director of Compliance

Juliana Benfica, Fundraising Associate

TJ Brice, Manager of Community Development

Lauren Brody, Senior HR Generalist

Erick Cruz, Project Manager

Tiffany Eng, Asset Manager

Marcela Escoto, Resident Manager, The 
Carquinez

Katherine Fleming, Senior Vice President, 
Portfolio

Damon Harris, Vice President, Community 
Development

Michael Murphy, Resident Manager, The Coronet

Butu Newsone, Resident Manager, Richmond 
City Center

DEI WORKING GROUP*
Ellen Anderton, Senior Marketing 
Communications Manager

Thu Banh, Senior Manager of Community 
Development

Brooke Barnhart, Director of Compliance

Mark Baylis, Director of Institutional Giving

Julianna Benfica, Fundraising Associate

Kassie Bertumen, Senior Manager of Evaluation

TJ Brice, Manager of Community Development

Lauren Brody, Senior HR Generalist

Caylynne Cochran, Project Administrator

Kurt Creager, Executive Vice President

Mitch Crispell, Senior Project Manager

Erick Cruz, Project Manager

Vince DeVictor, Senior Payroll Manager

Marcela Escoto, Resident Manager, The 
Carquinez

Katherine Fleming, Senior Vice President of 
Portfolio

Anna Gooler, Senior HR Generalist

Damon Harris, Vice President of Community 
Development

Lyn Hikida, Vice President of Communications

Anna Holm, Project Administrator

Yolanda Juarez, Leasing Agent

Mary Kelley, Vice President of Resource 
Development

Claire Kostohryz, Project Administrator

Brianna Krevitz, HR/Recruiting Coordinator

Evan Krokowski, Director of Programs

Martin Leung, Manager of Acquisitions and 
Planning

Alison Lorig, Senior Vice President

Jon McCall, Project Manager

Kim McKay, Executive Vice President

Jared Miller, Accounting Manager

Priscilla Minaise, Development Business Process 
Manager

Michael Murphy, Resident Manager, The Coronet

Susan Neufeld, Vice President

Butu Newsone, Resident Manager, Richmond 
City Center

Nicole Peterson, Senior Project Manager

Carlo Quevada, Interim Resident Manager, Fell 
Street Apartments

Ethan Rhee, Project Administrator

Kim Sierra, Programs Coordinator

John Slack, Administrative Assistant

Natasha Stewart, Asset Manager

Sarah White, Director of Development

* Reflects members who joined the group when it 
was formed in Summer 2020
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SENIOR LEADERSHIP TEAM
Susan Johnson, Interim President & CEO

Delphine Sherman, Executive Vice President & 
Chief Financial Officer

Jim Mather, Executive Vice President & Chief 
Investment Officer

Kurt Creager, Executive Vice President

Kimberly McKay, Executive Vice President

Smitha Seshadri, Executive Vice President

Brad Wiblin, Executive Vice President

Rebecca V. Hlebasko, Senior Vice President & 
General Counsel 

Aruna Doddapaneni, Senior Vice President 

Alison Lorig, Senior Vice President

Simone Robinson, Senior Vice President of 
Human Resources

James Valva, Senior Vice President of Property 
Management

Marie Debor, Vice President/Director of Potrero

Katherine Fleming, Senior Vice President of 
Portfolio

Damon Harris, Vice President of Community 
Development

Thomas Hesse, Vice President of Information 
Technology

Lyn Hikida, Vice President of Communications

Mary Kelley, Vice President of Resource 
Development

Susan J. Neufeld, Vice President of Evaluation & 
Resident Program Design

Joanna Yong, Vice President of Compliance

BOARD OF DIRECTORS
Chair Kenneth M. Novack, Co-Founding Partner, 
Schnitzer West

Vice Chair Connie Moore, Retired CEO, BRE 
Properties, Inc.

Douglas D. Abbey, Chairman, Swift Real Estate 
Partners

Ray Carlisle, President & Founder, NID Housing 
Agency

Daryl J. Carter, Founder, Chairman & CEO, 
Avanath Capital Management, LLC

Robert Freed, President & CEO, SummerHill 
Housing Group

Joe Hagan, Retired President and CEO, National 
Equity Fund

Nancy Hemmenway, Retired Chief Human 
Resources Officer, Prologis

Michael McAfee, President, PolicyLink

Ed McNamara, Owner, Turtle Island 
Development LLC

Ron Nahas, Partner, Rafanelli & Nahas

Adrienne E. Quinn, Distinguished Practitioner, 
University of Washington Evans School of Public 
Policy and Governance

Paul Stein, Managing Partner, SKS Investments 
LLC

Molly Turner, Lecturer, Haas School of Business, 
University of California, Berkeley

Chuck Weinstock, Retired, Community 
Development Banking
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