Statement of Problem
Numerous data sources suggest that civic participation in Indianapolis is not where we want it to
be as a community; however, volunteerism amongst millennials is an area of marginal strength.
For example, The Corporation for National and Community Service’s 2014 “Volunteering and
Civic Life in America” report ranks Indianapolis 12th out of 51 large metropolitan statistical areas
in their rate of volunteerism.1 Indianapolis millennials ranked 11th among large cities in 20132 but
were as low as 21st in the 2010 version of the same report.3 While the report suggests a
significant increase in the rate of volunteerism amongst Indianapolis millennials, the report does
not explain the increase in the rate of volunteerism, nor does it disaggregate data by race and
ethnicity. The African American, Hispanic and Asian-American communities combine to account
for nearly 40% of the Indianapolis population. Research also shows that education and income
are highly correlated with civic engagement. 4Building on interviews with key civic and
community leaders, young professional leaders in the African American, Hispanic and AsianAmerican communities, as well as available research, we sought to understand how civic
organizations, including minority professional organizations, overcome barriers for engaging
millennials, and more specifically minority young professionals. This effort supports the
identification of best practices for engagement and the development of a scalable strategy for
increasing civic participation across all sectors of the community. While exact numbers are not
readily accessible for the number of African American, Latino and Asian- American
professionals in Indianapolis, a measure of strategic success might be to approach inclusion of
minority young professionals at levels comparable to the 60% non-minority and 40% minority
population distribution in the appropriate civic spaces in the community. An increase in the
minority YP’s level of engagement supports the 2020 plans service goals of improving civic
engagement rankings as compared against other cities.
Introduction
One of the most sobering facts about civic engagement in Indianapolis comes from the opening
lines of the 2015 State of Community Leadership Report (SCLR) which reads,
We have found that Indianapolis does not have something unique in terms of
civic culture, but that doesn’t mean we don’t have the opportunity to create it.
These findings show the need for the Indianapolis community to embrace
diversity—to be intentional about empowering and engaging the many
perspectives that exist in our city.5
According to the U.S. Census 2010 estimates, Indianapolis is 58.6% Caucasian, 27.5% AfricanAmerican, 9.4% Latino and 2.1% Asian. With well documented differences in college
attainment, household wealth, labor participation and employment rates and other socioeconomic data it is fair to believe that the percentage of individuals that could be considered
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professional in each race and ethnic group does not correspond with their percentage of
population.
While the goal may not be for parity by population, a strategy that enhances the ability of civic
organizations and minority professional organizations to move from diversity, or presence in
various aspects of civic life, toward inclusion, or full and meaningful participation would involve
an increase in minority young professionals participating not only in minority professional
organizations but also engaging the broader community.
That our civic culture does not currently reflect the diversity of our community can be
seen on dozens of boards in the not for profit community. There are very few if any people of
color who run not for profits not aligned with a cultural heritage group. Only recently have
community surveys targeting young professionals asked for racial and ethnicity data. The
paucity of data on approximately 40% of the community relative to there housing preferences,
decisions about careers, thoughts about the future of the city’s development is striking. While
certainly their information has been captured rarely have their opinions been disaggregated and
studied as a phenomenon worth understanding in its own right. While it is possible that race and
ethnicity do not present a statistically significant difference in housing preferences, schooling
preferences or reasons for pursuing job opportunities, the author believes that likely there is
something worth understanding relative to preferences and experiences of different racial ethnic
groups in Marion County. Benign neglect is still neglect.
In fact, the SCLR is instructive on this issue stating,
When understanding loyalty to a non-profit organization, People of Color have
stronger correlations than Caucasians when they have experienced that the
organization makes a difference for the people it serves, has an important
mission, has effective volunteer leadership, and that they have the ability to
execute strategies that they help create.6
In contrast, Caucasian respondents to the same survey that supports the SCLR findings
suggests that satisfaction with volunteer experience, finding the experience personally
meaningful, working with others that share a similar passion and is transparent in how the
organization operates are the top 4 concerns. That we now have some sense that minorities
and Caucasians might be looking for different things in a volunteer experience is key to
identifying engagement tactics and ultimately a strategy that will support enhanced engagement
of the broad community in volunteerism and civic participation.
Methodology
This strategy seeks to leverage the expertise of minority serving professional organizations, or
professional organizations that traditionally have self-identified themselves as focusing on
minority communities, in an effort to identify scalable tactics for the enhanced engagement of
minority young professionals. There are two types of organizations that are targeted in this
study: 1) civic organizations with a professional staff and a need for volunteers 2) minority
professional organizations that are volunteer run. Selection of civic organizations was based on
knowledge of volunteer programs and their level of development. Each of the civic
organizations selected have numerous opportunities for the broad community to provide
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volunteer opportunities and/or represent a leading institution within the community. Civic
organizations included the following organizations: Indiana Sports Corporation, Indy Hub, United
Way of Central Indiana, Center for Leadership Development, Leadership Indianapolis, 100
Black Men of Indianapolis and La Plaza. Although the Asian American Alliance does not have a
paid staff it was included as a civic institution given its singular role within the Asian and AsianAmerican communities. While civic organizations successfully recruit volunteers annually, none
of the organizations self-identified as particularly adept at overcoming barriers in recruiting
minority young professionals. It should be noted that the Center for Leadership Development did
offer a significant number of best practices that could be used to engage minority young
professionals, despite self-proclaimed desire to improve overall recruitment and retention
efforts. The 100 Black Men of Indianapolis should also be seen as a success model despite the
fact that they are in they are only in the third year of their Emerging Leaders effort. The
volunteer led minority professional organizations had natural advantages in the recruitment and
retention of minority young professional volunteers due to the desire of association by young
professionals. It should be noted
National Black MBA Membership
that minority professional
Race/Ethnicity Breakdown
organizations need not be
monolithic in their membership
Hispanic
Mixed & Other
East Indian
racial categories, in fact the local
2%
8%
1%
chapter of the National Black MBA
has around 200 members and only
60% of their membership is AfricanAmerican.7 The author contends
Caucasian
that greater inclusion across all
9%
aspects of civic life in Indianapolis,
including in traditionally minority
professional organizations makes
for a more robust civic culture.
African
American
The identification of tactics is an
62%
effort to enhance intentionality by
Asian
civic organizations and to present
18%
tactics that have already achieved
success, so that they can be
modified to fit other organizations.
Barriers for engaging minorities
were identified through interviews with leaders from both civic organizations and minority
professional organizations. Tactics for overcoming barriers mostly came from minority
professional organizations, although approaches by civic organizations were included as well.
The 2012 Super Bowl Host Committee is presented as a model effort toward diversity and
inclusion.
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This project seeks to leverage the expertise of minority serving professional organizations as
they are on the front lines of membership recruitment and ostensibly face and overcome
barriers involving the engagement of minority young professionals. It should be noted that while
there are several non-minority young professional organizations in the Central Indiana region,
there are few minority professional organizations that focus exclusively on young professionals
with a formalized leadership structure. The Indianapolis Urban League Young Professionals
(IULYP) is the only minority young professional serving organization with a formal leadership
structure, bylaws and membership policy targeting young professionals ages 21-45. This
organizations relative newness, as it is less than 6 months old, and the development of multiple
young professional organizations without a formal leadership structure in the African American
community speaks to an unmet need. A prominent community leader in the Latino community
suggested that the community faces intragroup as well as some assimilation challenges, but the
author did note the emergence of young professional Latina leadership within a couple of the 9
major Latino professional and cultural organizations. At less than 3% of the Indianapolis
population the Asian-American young professional community may be more in a nascent phase.
As this project seeks to engage minority young professionals, there are some limitations for
broad implementation of identified tactics. Even the most extensive community outreach effort in
a project like this is limited by the individuals/organizations that respond to inquiries. While the
author was able to identify Asian and Asian-American organizations he was not able to identify
a single organization that has a significant number of young professionals in it. It is not known if
the organizations do not exist or rather, his outreach efforts were unable to penetrate this
relatively smaller Asian- American young professional community in Indianapolis. While this
project is principally a strategy document and not a research paper, the author was not able to
identify scholarly literature on minority young professional civic engagement. The authors also
identifies his involvement in several young professional organizations as both a benefit but also
potential area for bias.
Another important limitation is without a clear sense of the number of minority young
professionals in each of the target minority groups there is no basis for making claims about
over or underrepresentation in civic life. We do know that no civic organization claimed to have
done a great job at attracting and retaining minority young professionals as volunteers. Many
organizations had marginal participation by minorities. As a participant in this space, the author
does know that minority young professionals are looking to get engaged and do not know where
to go or what to do. This strategy lays out a framework for understanding the role organizations
play in a civic eco-system. It provides tactics for civic organizations to engage minority young
professional organizations and minority young professionals. Tactics are also provided to
support minority young professional organizations in recruiting, retaining and supporting their
members in engaging in Indianapolis’s civic space.
Young Professionals Getting Involved
African American Young Professionals
African American young professionals are getting more connected and involved. Within the
African American community several organizations have developed within the last 12-18
months. Some of the recent activity has occurred in response to “legacy organizations.” The
Madame Walker Theatre, 100 Black Men of Indianapolis as well as the Indianapolis Urban
League, all considered legacy organizations with the African American YP community, have

experienced new leadership within the last 24-36 months. New leadership as well as larger
societal issues bearing racial implications has raised a level of social consciousness within this
particular segment of the Indianapolis young professional community. Young leaders have
engaged in a range of activities from leading protest rallies, a confederate flag burning, marches
against non-indictments of police officer shooting African American males, video and social
media campaigns focused on voter turnout and reimaging Indianapolis, and even legislative
efforts designed to respond to issues of concern particularly around education as well as police
and community relations. Young professionals in the African American community have
proactively engaged “legacy organizations” in an attempt to understand how to engage with as
well as to define as young professionals how they want to be engaged by minority civic
organizations.
For example, Emory
Edwards a leader within
the YP efforts of the
100 Black Men of
Indianapolis launched
an Emerging Leaders
Series designed to
focus collective efforts
of young professionals
on a specific topic. One
session that was
particularly successful
from an attendance and
increased engagement
Young professionals meeting at Indiana Black Expo to discuss ways to engaging millennials
for Summer Celebration.
perspective was on how
to engage legacy
organizations. One outcome was the development of a working group consisting of young
professionals whose purpose is to work with Indiana Black Expo, Inc. on ways to engage
millennials and young professionals.
There has been an incredible amount of activity within the African American community of
young professionals with a significant amount of it stemming from shootings in Broad Ripple and
the death of an IMPD officer Perry Renn.
New activities led by African American young professionals within the last 14 months include:









A community forum on the intersection of Hip Hop and Race at Old City Hall
Young Professional Speakers Bureau that has had over 30 young professionals speak
at John Marshall High School and Thomas Carr Howe High School
A fundraising effort to support the expansion of Douglass Little League
Facilitated community and police conversations at Kipp Indy and TC Howe (currently
developing a video on community and police relations with IMPD, ACLU, Indianapolis
Urban League, Indiana Black Expo, 100 Black Men of Indianapolis and others)
Clean-up of Forest Manor Park
Held a fundraiser for a city-county council candidate
Held a forum for a mayoral candidate




















Created and implemented 2 juvenile detention center programs that meet monthly
Launched a Facebook group that serves as a message board for community efforts
Launched a video campaign effort raising civic issues
Launched a Get Out the Vote video effort that received sponsorship by a local
newspaper (Indianapolis Recorder)
Launched a Go Fund Me campaign to raise money in support of Douglass Little League
and transportation efforts due to food deserts created by a local grocer, Double 8 closing
4 stores in the inner city
Challenged the presence of the Confederate Flag at the Indiana State Fair including a
burning of the flag at the statehouse
With support from the Madame Walker Theatre Center engaged in the legislative
process and successfully advocated for Your Life Matters legislation
Built a pocket park with Keep Indianapolis Beautiful at
Ransom Place
Launched 3 leadership series ( Community Leadership
Initiative, The Emerging Leaders Empower Hour and the
Exchange Leadership Fellows Program
Launched Slack.org, a social media platform that facilitates
communication amongst approximately 600 African
American young professionals
Engaged legacy organizations in the implementation of
new programming targeting minority young professionals
(Downtown Indy and Indiana Black Expo)
Members of IULYP at the Ransom Place
A community nomination program for civic awards including pocket park effort, which was a
collaboration with Keep Indianapolis
the 100 Black Men’s Emerging Leaders Awards, Junior
Beautiful and others.
Achievement’s Indy’s Best and Brightest, the Center for
Leadership Minority Achiever’s Awards, and Indianapolis
Business Journals 40 under 40
Multiple programs and forums focused on connecting Black males with at risk youth

This level of activity in the African American professional community has also seen the relaunch
and development of new young professional organizations. Focus on Youth, an organization of
young professionals focused on at –risk youth and improved community and police relations
joined with the Indianapolis Urban League Young Professionals (IULYP), also known as The
Exchange. The IULYP promotes, advocates and develops young professionals interested in
serving disadvantaged communities. The IULYP is now home to the Young Professionals
Speakers Bureau, the legislative effort sometimes also referred to as “Focus on Youth“ the
juvenile detention center programs, the community nomination program as well as the recently
launched Exchange Leadership Fellows Program.
The Indy YP Collective, with 411 members, is primarily a young professional organization that is
not limited to African Americans but is predominately African American. It serves as a place to
promote community events as well as social activities on Facebook. The group will hold events
periodically but really is a space to disseminate information. The group’s founder, Rob Love
created The Indy Collective “to connect and support the innovative young professional network

which will directly engage its community and focus on building a better Metropolitan
Indianapolis.”8
Indy YBP is another African American young professionals group with over 700 members. The
group features over 60 smaller “channels” or places where members can have conversations on
a specific topic leverage Slack.com. This group was originally a Group Me group that got too
large to manage. This group does not have a formal leadership structure, although Jeff
Williams, the originator of both the Group Me group and the Slack.com manages the
membership process.
While there are few African American young professional
organizations, African American young professionals are in
and lead a number of African American volunteer
organizations. There is a lot of discussion within the
community about the intergenerational challenges that are
presented with this situation. Each organization is working
through the generational challenges in their own way with
differing success.
Latino Young Professionals Community

Latino Professional
Organizations

Association of Latino
Professionals for America

The Latino young professional community is emerging and
new young professional leaders including Latina women are
poised to step into community leadership. The Latino
community statewide is young with an average age of 26.
There was less than 9,000 Latinos in 1990 and in about 30
years there has been a significant increase in numbers. The
Mexican-American population is the largest Latino community
in Indianapolis. From a young professional perspective there
are a handful of professional organizations with young Latinos
in them, as well as cultural organizations that are principally
more social in nature. There are no organizations specifically
for Latino young professionals although like within the African
American community there are numerous organizations with a
significant number of Latino young professionals and young
Latino professionals leading organizations.

National Society of
Hispanic MBAs

Recently, and although this organization is mostly comprised
of business owners, the Hispanic Business Council elected
their first female leader who happens to also be a young
Mexican-American professional. The Association of Latinos
Professionals For America (A.L.P.F.A.), led by a young
professional, recently opened up its membership beyond
professionals in the field of finance and accounting, and has
made a concerted effort to support women through the
Women of ALPFA initiative. The National Society of Hispanic

Peruvian Association of
Central Indiana
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The Indy Collective User Agreement

Hispanic Business Council
Society for Hispanic
Engineering Professionals

Red De Talentos
A.M.I.G.O.S - Amigos of
Mexicans in Indiana
Generating OpportunitieS

Association of Venezuelans
in Indiana
S.A.D.C.O. – Society of
Amigos of Columbia

MBA and the Society of Hispanic Engineering Professionals constitute the remaining major
Latino professional serving organizations in Indianapolis.
There are several social organizations organized along Peruvian, Columbian, Venezuelan and
Mexican heritage. These groups are seen principally as social organizations that meet to
celebrate heritage and may raise scholarship money. Latino fraternity and sororities also exist
on local college campuses with active and engaged memberships but for the purposes of this
project were excluded as they did not meet the “professional” standard of being employed within
a career.
While there still may be both 1st generation versus 2nd generation assimilation issues, as well as
intra-ethnic cleavages, the young professionals in the Latino community see the value of
collaboration. They are being intentional about working together and pooling resources. There
has been some success in recent organizational collaborations.
This particular group seems to be driven most by connectors, or individuals that serve as a
connection between an institution and the Latino community. There is a sense that there is a
real lack of awareness regarding the various aspects of the civic community within the larger
Latino community. The concern is that Latinos never get connected to the community and leave
only after a few years of being in Indianapolis. The emergence of young Latino professionals is
important as they represent new connectors within the Latino community. This expansion of
connectors can only help with overall awareness of civic culture in Indianapolis in the Latino
community.
There does seem to be a significant emphasis on an internal civic culture that supports Latino
culture as well as education, specifically through the generation of scholarships for students.
Many of the cultural organizations hosts galas that are attended by the Latino community at
large to support scholarships for youth.
Asian American Community
The Asian American young professional
community was difficult to identity in part due to
the small percentage of Asian American’s within
Indianapolis being less than 1%. Speaking with
several community leaders I learned that Asian
American young professionals do not appear to
have engaged community organizations in a
significant way. Many of the organizations I was
able to engage with focused mostly on heritage
as opposed to professional affiliation by culture.
The Filipino Nursing Association was the lone
professional organization that I was able to
identify.
In the course of interviewing leaders in the AsianAmerican community the author learned that
Asian-Americans, or Asians that grew up in the
United States, were more likely to associate with
organizations that were not culturally oriented. The

Community leaders in the Asian-American
community K.P. Singh and Rupal Thanawala with
Jane Gelhausen of Mayor Ballard's Office and a
state official

author did learn that corporations often have employee resource groups, or affinity groups
internally that provide a sense of community for recently immigrated Asian employees. While an
important type of organization to engage minority young professionals, corporate affinity groups
or employee resource groups were outside of the scope of this project. Two initiatives underway
within the Asian-American community are efforts to get Asian-Americans out of middle
management positions and into corporate leadership as well as the development of an Asian
political action committee to encourage Asian-American participation in the election process.
Non-Minority Young Professional Organizations
There are numerous young professional organizations that serve the broad community but are
considered non-minority organizations, sometimes even in despite some efforts to engage
minority young professionals. Several Central Indiana companies and civic institutions have
developed young professional affinity groups to attract and support young professional
organizations within their respective institutions. The Young Professionals of Central Indiana, an
organization that is around 7 years old serves as convener for all young professional
organizations in Central Indiana, despite having relatively few minorities amongst its
membership. Indy Hub seeks to engage young professionals in civic activities and advocates on
behalf of YPs in general. Both organizations welcome minorities as program participants and
members but neither organization can boast of a substantial minority participation rate.
Barriers for Engaging Minority Young Professionals
Major barriers for engaging minority young professionals were identified based on interviews
with civic organizations as well as minority professional organizations. The set of challenges
were different enough to separate by organization. Below you will find barriers from the
perspective of civic organizations:












Awareness/connection to the organization needing volunteers – with limited marketing
budgets even for large not-for-profits, awareness, specifically about volunteering
opportunities, was perceived as a challenge that larger organizations struggled with
overcoming specifically with minority groups.
Several civic volunteer organizations expressed a limited knowledge of where to go to
get minority young professionals due to a lack of relationships internally within the
organization with individuals involved with diverse organizations.
When there was internal knowledge with minority organizations there wasn’t necessarily
a relationship that went beyond need. The civic organization might attempt to present
their volunteer needs to a minority organization but there wasn’t a mutually beneficial
relationship, and volunteer interest was not fully cultivated.
Indianapolis is known to have “professional volunteers” or individuals that volunteer
routinely and have amassed a level of technical skill over time, or may provide other
benefits to the program. Some civic volunteer organizations have come to rely on their
volunteer “corp.” to the point of limiting meaningful volunteer opportunities for those not
already connected to the organization.
The current volunteer culture was also identified as a challenge with regard to the idea
that integrating a minority young professionals or two would not necessarily lead to an
experience that would lead toward retention for minority young professionals.
Job restrictions, or the inability to get away from work to attend a meeting during the day
mitigates the ability of young professionals to participate on committees.



Sometimes there has been an expectation for compensation for tasks that the volunteer
organization wasn’t willing to pay for or just a general expectation for compensation.
Expectations for compensation occurred particularly when tasks required a sophisticated
skill set.

While no organization stated they did an exceptional job at achieving diversity and inclusion
within their respective volunteer programs, more often there was no knowledge of the
demographic make-up of their volunteers.
Minority professional organization articulated the following challenges when attempting to recruit
minority young professionals:










Fear amongst minority millennials that participation in outside activities could impact job
security.
Lack of knowledge about how civic engagement can help professional development.
A mismatch between volunteer task needs and aspirations for meaningful experiences
(ex. sitting at a registration table versus planning an event)
Job restrictions limiting the ability of minority YPs to make volunteer meetings during
business hours.
Lack of knowledge about organizations in the community and how to connect.
Competition for time is another issue that organizations face. Civic organizations have to
add value to the lives of their members in a significant way due to the competition for
time between family responsibilities, other volunteer opportunities, career, and social life
for minority young professionals.
Difficulty moving prospective individuals from social components of an organization to
the business portion of an organization.
A rejection of structure and time commitment when interest might be more cause
oriented.

Again, no minority professional organization claimed to do an exceptional job at attracting
minority young professionals. Indy YP Collective and Indy YBP have memberships of 400 plus
and 700 plus, but due to their lack of formal structure and programmatic efforts they were not
considered in the same fashion as other minority professional organizations.
Best Practices
Leveraging social media
Both civic organizations and minority professional organizations leverage social media. As one
might imagine some organization are more effective than others at using this medium. Below
are a few examples of both civic organizations and minority professional organizations that use
social media in ways that connect with minority young professionals.
Linked In Groups
The Center for Leadership (CLD) leverages a Linked In group to maintain contact with alumni,
recruit volunteers, build community within the group, and recently to raise funds. The Linked In
group boasts 111 members and is comprised of many of the minority top professionals in the
Indianapolis community. Used as part of the alumni relations program, the page is restricted
only to graduates of the CLD’s Self Discovery program. The administrator of the page will post

CLD events, job opportunities as well as “brag” on CLD alumni. The page is also used to
coordinate giving circles on behalf of the organization. Of the civic organizations interviewed
CLD was the only organization that presented their page as an added value to alumni and the
organization.
Facebook
Focus on Youth was a group of millennials that formed in response to shootings in Broad Ripple
and the murder of an IMPD officer (Officer Perry Renn). The group had several initiatives but
really resisted formal structures including being a named effort. The group did effectively
leverage Facebook in the following ways:
















Launched a video effort to get young professionals and community leaders to articulate
their vision of an “ideal city”
resulting in over 12,000 views.
Documented young minority
professionals speaking at John
Marshall High School and
Thomas Carr Howe High
School resulting in increased
recruitment for the effort.
Documented effort to speaking
to youth about police and
community interactions.
Raised money for Douglass
Little League
Documented legislative effort
for Your Life Matters legislative
recommendations and the
principal location of the online
Young Professional Speakers Bureau member, Linda Diakite-Karresy
petition as part of the legislative
speaking at John Marshall High School
effort.
Launched video effort for the #MyVoiceMyVote campaign in collaboration with the
Indianapolis Recorder.
Documented young professionals proactively and positively engaging civic
organizations.
Documented community’s response to effort to stop teens from fighting at the Lafayette
Square Mall.
Used as a recruitment tool for gathering volunteers for lock-ins and other community
events.
Posted community events.
Projected positive images of young African American professionals to contrast the use of
mugshots of homicide victims and overall negative media depictions of African
Americans in Indianapolis.

It should be noted that the Indy YP Collective formed as a Facebook group several months after
the emergence of the Focus on Youth effort. Young professionals now use the Indy YP
Collective page to promote events. An additional innovation that Indy YP Collective did was to

make the Facebook group a closed group with an administrator who lets people into the group
and monitors postings.
Leveraging Apps
On May 9th a Group Me message from Cincinnati was sent to a group of individuals in
Indianapolis. Group Me is a app that allows for group messaging on one’s cell phone. Within 48
hours the one Group Me message ballooned into over 500 people participating in a group. It
was incredibly difficult to manage so the initiator of the effort was able to transition the original
Group Me group of 500 into Slack.com which is also an app that facilitates conversations on
phones. The group now known as IndyYBP is a collection of approximately 600 African
American young professionals that found out about a Group Me effort that ended up moving to
an app called Slack. This group coordinates meet-ups at restaurants and bars throughout
Indianapolis. Individuals new to the city use the app to get connected to local minority young
professional community in the city. The group also has over 60 ongoing conversations amongst
members organized by topical interest 24 hours a day 7 days a week.
Awards
While CLD has recognized minority achievers for over 30 years, the 100 Black Men of
Indianapolis has only recently honored young professionals. The Indianapolis Star covered the
inaugural honorees which unfortunately resulted in some angry backlash on the indystar.com
article. Former Indy Star reporter, Ericka Smith, in an article titled “ Recognizing black leaders
isn’t about racism, it’s about role models” first chronicles the challenges Black youth face in
Indianapolis and then argues…
Breaking this cycle means first getting people to think about their lives differently.
It’s about changing the expectations of what people believe they can and cannot
do.
To do that, you need one of two things to happen (although having both would be
nice): First, you need someone telling you that you can do great things with your
life. And second, you need someone who looks like you to prove that it can be
done. (Sep. 9 2013)
The 100 Black Men leveraged the awards to launch an Emerging Leaders Empower Hour series
which will be discussed later on. The
implementation of the awards by this
civic organization signaled a desire to
increase its relevance and reach within
the community of young African
American professionals. The
organization has seen a significant
increase in the number of young
professional African American males
joining the organization and
participating in programs. It should be
noted that the Emerging Leaders
Awards is part of an overall
100 Black Men of Indianapolis 2014 Emerging Leader Award Recipients

programmatic effort designed to facilitate conversation amongst young professionals as well as
empower them.
Focus on Youth, a group of African American millennial professionals launched a community
nomination process in response to the dearth of minorities winning civic honors in the
community. The objective was to affirm talent in the African American professional community.
Focus on Youth has now merged with the Indianapolis Urban League Young Professionals
which now has a nomination committee that works to nominate its members as well as seeks to
identify top talent in the African American, Latino, and Asian-American and other communities to
ensure that minorities are being identified, affirmed and nominated for civic honors in the
community.
Inclusion in Leadership – 2012 Super Bowl Host Committee
Often organizations will add “diversity” to a particular grouping of volunteers, or co-chairs, or
their boards. When this occurs the mistake is to believe that now an organization (with the
addition of one or two diverse members) is inclusive which is usually what proponents of
diversity are looking for as an outcome, as opposed to tokenism. Unfortunately, we often find
“tokenism” where one or two people of diverse race or ethnicity are included in a grouping to
“diversify” a meeting or gathering. Inclusivity means that an organization benefits from having
diverse perspectives and life experiences involved in the decision making or implementation
process. Tokenism is not an effective way to gain the benefits of a broader or enhanced
perspective reflective of a community that is approximately 60/40 majority/minority.
The 2012 Indianapolis Super Bowl Host Committee was a model of inclusion. The tactics used
were straight forward. While asking for volunteers they made a point to ask for diverse
candidates. A broad outreach effort involving solicitation of volunteers from prospective
corporate sponsors, community leaders and intentionally engaging organizations occurred at
the outset. The Host Committee staff worked diligently and intentionally to ensure age, race and
gender diversity within the co-chair leadership structure. Host Committee goals organizational
goals included the following:





Exceed NFL expectations for Host City
Leave a lasting legacy on the Near Eastside
Identify and deploy a new generation of diverse civic talent
Engage & involve broad community

The 2012 Indianapolis Super Bowl Host Committee made identifying and the deploying diverse
civic talent a goal for the organization. The leadership team of 150 co-chairs who were 43%
female, 33% racially and ethnically diverse, and 40% under the age of 45 supported 600
volunteer committee members and well over 8,000 community volunteers. The decision making
process was inclusive. Decisions from procurement, to who got to lead efforts, to the types of
initiatives benefited from inclusive thinking. The Super Bowl engaged and involved the broad
community and was a huge success!

Compensation/Perks
One of the barriers that was identified by civic organizations was an expectation for
compensation. C.L.D. and the Indiana Sports Corp (ISC) approached this potential barrier in

different ways. C.L.D. leverages experiences that are provided by donors (ex. tickets to an
event) to give to the population that they serve as well as volunteers. They have experimented
with providing meal vouchers in the past to volunteers serving during evening programing as
well. The ISC provides “swag” bags or clothing associated with the particular event to
volunteers. ISC swag items are noticeable because they are distinct and only available to
volunteers creating a sense of exclusivity.
Leveraging alumni
Alumni who have a positive experience with your organization can be the biggest advocates for
increasing minority young professional participation. Leadership Indianapolis leverages their
alumni network to recruit as well as obtain an assessment of major programs like the Stanley K.
Lacy Leadership Series. While L.I. is constantly seeking to break out beyond alumni networks
they do also leverage their diverse program participants to aid in the recruitment of additional
prospective participants. Asking alumnus or volunteers to leverage their network presents
several benefits:
1) Alumnus or volunteer has an opportunity to raise awareness about a program.
2) For selective programs like the Stanley K Lacy Leadership Series an invitation to learn
more about the program is seen as peer affirmation of one’s either potential or fit within
the program.
3) Alumnus can provide critical feedback about the program so that program leaders can
anticipate challenges or opportunities to improve efforts from the perspective of minority
professional participants.
4) Alumnus are already ambassadors of the program and so leveraging them is really
tapping into an untapped resource if you are not already doing so.
5) Keeps alumnus connected to the program.
L.I. leverages their networks but still recognizes that networks can also be limiting. Using this
tactic will require understanding how networks of alumnus are limited in order to reach beyond
spheres of influence.
Facilitated Strategic Partnerships
Indy Hub has had success working with other organizations to facilitate diverse engagement
efforts. One such example is Indy Hub’s work with Mosaic City on a variety of programming
including conversations on race. Mosaic City, a trusted entity with its own following has worked
in a collaborative fashion to develop and promote programming in an effort to facilitate
conversations on race with diverse audiences.
The challenge with facilitated strategic partnerships is that the relationship has to be more than
merely a “pass through” relationship. There has to be an understanding as to why a particular
diverse populations should engage with different organizations. Strategic partnerships are built
on the trust of the partnership facilitator, or connector with the group that is being targeted. In
the case of Indy Hub and Mosaic City, minority young professionals need to trust that there is
something in attending an Indy Hub event for them as opposed to Mosaic City just serving as a
conduit for Indy Hub’s marketing effort. Facilitated strategic partnerships will likely involve the
involvement of the “connector” in programming and even the development of the purpose of the
event, or program.

The best facilitated partnerships are likely to come from organizations that are similar but that
happen to have different audiences. For example, a person interested in Mosaic City
programming is likely to also be interested in Indy Hub programming as well. The facilitated
strategic partnership breakdowns when there isn’t a mutual interest with the audiences.
This discussion has identified some of the most promising efforts of civic organizations to
engage minority young professionals. Due to the variety of civic organizations interviewed in this
process it is likely that appropriate modifications will be necessary to fit a specific organizations
culture and programs.
Promising Tactics/Lessons Learned
Thus far the discussion has focus on civic organizations with paid staff whose responsibilities
entail some level of volunteer recruitment and engagement. Volunteer organizations, specifically
professional organizations within the minority communities also have developed tactics and
strategies that may be of interest to civic organizations looking to engage minority young
professionals. What follows is a discussion on some of the most promising efforts to overcome
previously mentioned barriers toward minority young professional engagement. Some of the
efforts are still developing and outline more of a strategic intent by a specific organization. This
section should be of interest to any civic organizations including minority professional
organizations with the appropriate modifications for the reader’s group.
Leveraging partners to build capacity amongst diverse professional organizations
The Indianapolis Urban League Young Professionals are attempting to get minority young
professionals engaged with other civic organizations, specifically outside of the minority
community. IULYP members are encouraged to pursue a variety of civic opportunities including
board positions. While the organization has had limited success thus far in placing members it
remains a key strategic objective for the
organization. An example of a recent effort to “push”
its members into non-minority experiences was
IULYP’s involvement with Indy Volved, an Indy Hub
event. While the IULYP turnout was not as high as
desired members who would not have attended the
Indy Volved event otherwise did attend.

An example of a recent success involving
IULYP would be its partnership with
Downtown Indy. IULYP has established a
working relationship with Downtown Indy as a means of
IULYP members meeting with Downtown Indy
creating meaningful experiences for IULYP members
executives to discuss Happy Hour Georgia Street
and to cultivate a relationship with a civic organization.

IULYP has established a working committee with Downtown Indy. A Downtown Indy executive
was invited to an IULYP General meeting to discuss living and playing Downtown. IULYP
worked with Downtown Indy to promote a Georgia Street Happy Hour event targeting the
National Pan-Hellenic Council (Black Greek Letter Organizations). With average attendance of a
Georgia Street Happy Hour at approximately 350 attendees, the IULYP supported event
resulted in a reported attendance of 845 people!
As previously mentioned, Mosaic City has had success bring diverse crowds to arts oriented
events as well as raising awareness about other civic events with minority young professionals.
Cause Engagement – Focus on Youth
Members of the National Pan-Hellenic Council at Happy Hour of
Georgia Street

Mid July of 2014 a meeting was called of
young professionals to determine how they

might better serve at risk youth. The group of young
professionals determined that a speaker’s bureau
that went to local high schools, a juvenile detention
center effort as well as a legislative effort were all
essential components toward having some impact
on at –risk youth as volunteers. It should be noted
that traditional organizations were looked upon
suspiciously in part due to the prevalence of the
problem juxtaposed against respective
organizations bodies of work, or traditional
programming. It was felt that the youth who truly
needed help would “mess up” outcome metrics for
organizations and thus jeopardize funding of not for
profits ostensibly engaged in youth development
work. It was determined that not an organization,
but rather a series of initiatives were needed, as
well as efforts to positively engage and support not
for profits in doing more to engage truly at risk
youth.
African American young professionals meeting at the
The speaker’s bureau, juvenile detention center
Madame Walker Theatre to discuss strategy in
efforts as well as legislative efforts were sent out to
support of Your Life Matters legislative effort.
an email listing that grew based on people wanting to
know what was happening, as well as a timely civic nomination process that allowed for people
to add names to a list, as long as an email was provided. A video campaign was launched
featuring young minority professionals discussing their thoughts on an ideal city. Each effort was
an initiative, not a board commitment. These efforts were a reason to collect an email address,
or get an individual to join a Facebook group and afforded the opportunity for Focus and Youth
and eventually IULYP to stay in contact with young professionals.

Diverse organizations partnering with each other to bring more people together
Sushi, Salsa and Soul, a collaboration between NSHMBA, NBMBA, Asian American Alliance, is
an example of an event that consists of several organizations partnering together that ends up
attracting minority young professionals unaffiliated with any of the sponsor organizations. Held

in May, the event is recognized as one of the premier social networking events of the year for
minority professionals. While each organization markets the event to its membership, other
young professionals not affiliated with any of the organizations attend as well. There are very
few events that bring the African American, Hispanic and Asian-American community together.
The Indianapolis Minority Joint Professional Commission is a collection of minority young
professional organizations primarily in the African American community that hold an end of the
year event together. Proceeds from the event are shared between each of the sponsoring
organizations. The IMJPC consists of representatives from anywhere between 4 to 6 minority
professional organizations that meet to
coordinate the event for several months
throughout the year. Information is also
exchanged about respective organizations
calendar of events throughout the year.
The Asian American Alliance host Asian Fest
annually. This event brings a couple dozen
organizations that serve the growing Asian
and Asian-American community. The
organizations focus mostly on Asian heritage
but there are representatives from some
professional organizations. Identifying young
professional organizations, or professional
organizations with a significant number of
young professionals was a challenge.
The local chapter of the Association of Latino
Professionals For America, plans to do more
collaborations with other Latino organizations
Crowds at Asian Fest hosted by the Asian American Alliance
in part because they have noticed that
partnerships result in individuals outside their
membership as well the partnering organizations membership attending events. Recently Latino
professional and cultural organizations collaborated to host a Happy Hour on Georgia Street
resulting in nearly 500 people attending.
Finally, and in yet another way that organizations are being pulled together, a group of African
American young professionals held an event at the Conrad Hotel. The purpose of the event was
to engage African American “legacy organizations” or organizations that have a strong
connection to the African American community. The organizations included the Madame Walker
Theatre, Indianapolis Urban League, Indiana Black Expo and the Greater Indianapolis chapter
of the National Association for the Advancement of Colored People (N.A.A.C.P.) to figure out
how to engage each organization. The event was a 100 Black Men Emerging Leaders Series
event but was planned by representatives from the 100 Black Men, IULYP and Mosaic City.
One outcome was that transplants, minority young professionals new to the city attended the
event and learned about each organization. A working group was also developed to support
Indiana Black Expo’s efforts to engage millennials.
Minority volunteer organizations partner well with each other create larger events in support of
their respective constituency groups. Sushi, Salsa and Soul is an example of an annual event

that incorporate African American, Hispanic and Asian American professionals groups and that
attract young professionals from each group. African American young professionals and
seemingly Latino young professionals are finding ways to connect with each other within their
respective groups. What is needed is more efforts that pull minority young professionals into
minority civic organizations and pushes them out to the broader community. Connectors, or
individuals that facilitate relationships will be critical in any effort to increase broad civic
engagement of minority young professionals in the broad community.
Push, Pull, Connect
When identifying barriers and best practices of civic and minority volunteer professional
organizations, forces that create engagement opportunities for minority young professionals can
be disaggregated into 3 basic functions. Pushing, pulling and connecting minority young
professionals is how to increase the number of minority young professionals engaged in the
Indianapolis civic community.
There are organizations that pull unengaged young professionals into the civic community.
These organizations could be cultural organizations like Peruvian Association of Central Indiana
(P.A.C.I.), or Amigos Mexicans in Indiana Generating OpportunitieS (A.M.I.G.O.S.) that pull
individuals of a specific cultural heritage together. These organizations provide a service to their
members by creating a space for individuals with shared cultural backgrounds to associate with
one another. A pull organization doesn’t necessarily have a particular agenda. These
organizations can be purely social or for professional development purposes. The main
objective is to get members into the organization and to provide resources to them that will keep
them connected with the organization. In a pull organization, the intent is to be a familial place.
The emergence of push organizations will be critical to the success of this particular strategy.
IULYP is an example of a push organization. The purpose of the IULYP is to promote, advocate
and develop young professionals in the Central Indiana region. As part of the development
effort, other civic organizations are introduced to its members in order to push members to
explore different facets of the city. Recently, two additional “push” organizations have formed in
the African American community: Indy YP Collective and Indy YBP. Both groups leverage social
media but eschew a formal hierarchy or structure. They do not meet, but rather have meet-ups
at places and events throughout the city. Engagement with these organizations might include
providing information about an upcoming event, learning about an upcoming event, and even
coordinating a trip with participants in the Indy YP Collective and Indy YBP groups. While IULYP
does have a formal structure it intentionally promotes other events and encourages its members
to explore different facets of the city.
Connectors have been previously referenced. The individuals or organizations referenced both
have the ability to push and pull, but the distinction is how they work with other organizations to
facilitate a connection. For example, Mosaic City pulls people to their website to create a
following. When it is time to connect to an event, the “following” is served by going to a Mosaic
City sponsored or promoted event. IULYP has to get members to attend meetings but our
outreach efforts extend beyond immediate membership and thus we have the ability to present
opportunities to individuals who may not have fully engaged with our organization (joined as a
member). For example, IULYP has a monthly newsletter that goes out to over 2300 people and
carries information about both IULYP and non-IULYP events when appropriate. Both Mosaic

City and IULYP both serve as a connector when they engage an organization and facilitate a
relationship on behalf of a constituency group or stakeholder that each respective group serves.
Asian American Alliance serves as a connector, principally because they provide access by a
trusted party (themselves) to the Asian and Asian American community. The act of facilitation of
a relationship is what makes an organization a connector. At some point Asian American
Alliance will evolve into a push or pull organization but will likely retain its status as a connector
given its role in the community.
Defining Success
Barriers, best practices, and organizations have been identified that can serve as tools for both
minority professional organizations as well as civic organizations looking to establish
relationship with or to cultivate minority young professional engagement. This strategy seeks to
identify, pushers, pullers and connectors and to work to leverage each in ways that lead toward
inclusion of more minority young professionals involved in civic life. This strategy will be a
success if minority professional organizations identify themselves as pushers, pullers or
connectors and seek to engage either civic organizations or their constituencies appropriately.
Civic organizations will need a connector and be willing to establish meaningful and mutually
beneficial relationships with “pusher” organizations while recognizing the importance and the
need for “pull” organizations. Pusher organizations must seek to optimize their non-minority
participation and engagement efforts. Pull organizations may or may not ever have achieve a
cosmopolitan membership but need to grow stronger and introduce minority professionals to
opportunities to be civically engaged. Connectors will do the work of seizing opportunities to get
pull organization members connected more broadly. When civic organizations have board
approaching 30 to 40 minority and minority professional organizations have significant nonminority membership, where appropriate, we will have achieved the goal of inclusion in civic
participation and will benefit from not only a robust civic culture but increased participation
across all segments of the community.

Appendix A – List of Interviewees
African American (italicized means already engaged)
•

Jerald Tillman, Publisher SuccessGuide Indianapolis

•

Paula Livers Powell , Founder/Proprietor www.blackindy.org

•

Michael Florence, Indiana Minority Joint Professional Commission/National Black MBA

•

Tekiah Tunstall, former President of National Society of Black Engineers and connected
to Black Data Processors Association

•

Mali Jeffers, Mosaic City

•

Jeff Williams, Leader of Slack IndyYBP group

•

Robert Marshall, Senior Programs Director for Center for Leadership Development

•

Rob Love, Indy YP Collective

•

Paula Livers Powell, Founder and Proprietor of BlackIndy.org

•

Michael Florence, National Black MBAs and Indianapolis Minority Joint Professionals
Commission

•

Ontay Johnson, 100 Black Men of Indianapolis

Latino
•

Jackie Morales, President of the Hispanic Business Council

•

Rafael Sanchez, former President of the Hispanic Business Council

•

Vincent Viveros, President of Association of Latino/a Professionals for America

•

Miriam Acevedo Davis, La Plaza (interview scheduled)

•

Matzine Sanchez-Gutierrez, Red de Talentos, a Mexican community organization

Asian- American
•

Rupal Thanawala, President of Asian American Alliance

•

Sunny Lu Williams, Board member of Asian American Alliance

Additional Organizations
•

Justin Sufan, President Young Professionals of Central Indiana

•

Community Organization Partnerships Organization Database, 2012 Indianapolis Super
Bowl Host Committee

•

Jay Colbert, GIS Project Manager for The Polis Center (Savi.org)

Civic Organizations
•

Sheila Bradley, Director of Volunteers for the Indiana Sports Corporations

•

Robert Marshall, Senior Director of Programs for the Center for Leadership Development

•

Rupal Thanawala, Asian American Alliance

•

Molly Chavers, Executive Director of Indy Hub

•

Jenny Walton, Director of Communications and Engagement for Indy Hub

•

Linda Kirby, President of Leadership Indianapolis

•

Adrianne Slash, Events Manager of Leadership Indianapolis

•

Miriam Acevedo, La Plaza (interview scheduled)

•

Chris Herndon, Senior VP of Community Engagement for the United Way of Central
Indiana

