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In Fourth Quarter 2020, American Efficient hired an external  
Diversity, Equity and Inclusion (DEI) consultant to guide our DEI 

Action Plan development. The purpose of this plan is to address and 
improve our team’s racial diversity and inclusion and strengthen racial 
equity in our market and our local community. 

As a B-Corporation, we are committed to creating a new global economy that uses 
business as a force for good. We embrace a broader vision of being a successful 
company that encompasses innovation and profitability and—equally—compassion, 
equity, and dignity for all of the energy system’s stakeholders. That vision should 
and must include historically disenfranchised citizens and ratepayers, specifically 
our BIPOC communities and neighbors.

Furthermore, our culture is built on collaboration, and we believe American  
Efficient must be a welcoming place for all. We are committed to creating a psy-
chologically safe workplace and environment where employees from all identity 
groups will thrive. We do this through collective learning aimed at producing a 
systematic change in ourselves. 

The purpose of a report card is to track detailed progress on accomplishments 
and areas for improvement. It’s an accountability tool to detail the delta between 
the objectives and the achieved results. 

When publishing a report card, we think it is important to look at any difference 
between the actions/goals and the results, both within and between each category. 
While some aspects of these grades will always be subjective, we use objective 
assessment measures with qualitative and quantitative examples as much as 
possible. We also admit our biases and aim to provide honest self-review.
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Our Core Values

We believe top talent thrives when surrounded by a diverse 
group of like-minded and similarly motivated peers who get 

to work in an environment that retains the spirit of innovation and 
entrepreneurship. 

We aim to make our culture our competitive advantage and expect team mem-
bers to invest in cultural transmission by living out our core values and embodying 
the behaviors listed below. Adopting our culture will drive behavior, inoculating 
our company from unnecessary control, hierarchy, and bureaucracy. Some of 
our values are more aspirational than others, meaning they represent where we 
would like to be, not necessarily where we are today. Our goal as a team is to get 
closer to this ideal continually.



Create enduring value
We look for opportunities where we can make significant contributions. 
We stake out bold positions and strive 
for transformational impact while 
assertively mitigating risk.

We seek compounding advantages. 

We make decisions considering the 
impact on team members, customers, 
suppliers, community, and the envi-
ronment. 

We have a bias towards action and 
prioritize those actions that have the 
greatest potential impact. 

We act like an owner by using our 
best judgment and considering the 
interest of the firm. 

We iterate quickly on ideas, deliver-
ables, and products, learning from 
successes and failures along the way. 

We proactively solve problems in need 
of solving by taking initiative and 
creating the clarity we seek?

Act with honor and integrity 
We share a dedication to ethical practices in all aspects of the work.
We actively seek the truth about  
ourselves and our work even if it  
contradicts our predisposed notions. 

We speak to one another with open-
ness, transparency, and directness. 

We deliver on our commitments and 
meet deadlines. 

We consistently adhere to our core 
values even if it’s uncomfortable.

We act with humility and are kind.

We seek out and nurture diverse  
perspectives, farming for dissent.

We proactively communicate the bad 
news quickly before a rip becomes a 
tear.

Empower dream teams
We create an inclusive and caring meritocracy.
We recruit and retain good-natured 
people who are exceptional at what 
they do.

We actively cultivate a culture of be-
longing for people of all backgrounds. 

We reward impact and performance.  
If the fit isn't right, we act with care to 
find team members a new position. 

We invest in one another, default 
to high trust, and make time to help 
colleagues. 

We hold ourselves and others 
accountable to achieve excellent 
outcomes.

We invest in thoughtful communica-
tion, seek alignment, and give timely, 
candid, and helpful feedback. 

We challenge the idea, not the  
person. 

We take the work seriously but don’t 
take ourselves too seriously.

We collaborate effectively with others 
and find opportunities to cross-polli-
nate.



Cultural Assessment

At the suggestion of our DEI consultant, our entire organization  
participated in a company cultural assessment using an anony-

mous survey proctored by Diversity Training University International 
(DTUI). There were both “wins” and areas for improvement that the 
assessment surfaced. As a result, we will repeat the survey yearly 
to benchmark, plan for progress, and identify areas for work on our 
company culture. 

One outcome of the process of adopting an action plan of which we are partic-
ularly proud was the opportunity to collaborate with SEEA on a blog about the 
journey of putting an action plan into place. We sincerely hope that telling our 
story will be helpful to other organizations that are starting on their paths.

We plan to repeat  
the survey yearly  
to benchmark, plan  
for progress, and  
identify areas for work 
on our company culture. 

https://www.seealliance.org/blog/how-american-efficient-is-realizing-a-more-diverse-energy-industry/


2021 Goal Review



Community Engagement (CE)

GOAL: American Efficient will actively participate in creating 
a more just society by empowering our employees to do this 
work.

Action Items Status

Establish AmEff nonprofit giving match program focused on social justice work          Accomplished

Establish AmEff volunteering program 
· to include a company-wide volunteer day 
· and launch resources for this program such as a newsletter 
· resource for team members to find opportunities to volunteer

Accomplished

Grow the pipeline of future BIPOC candidates by establishing an educational and 
mentorship program in the local community

Ongoing

Identify and execute joint signing statements with other organizations Not Met

Big Wins
 ∙ $20,000+ in matching program donations (company matched donations up 

to $10k for the year and employees actually gave more than $10k) to the 
Trinagle chapter of the United Way, earmarked to the anti-racism  
community fund. 

 ∙ 2 Sponsored Black Energy Awareness Month events for the NC Chapter of 
the American Association of Blacks in Energy

 ∙ 184 volunteer hours across all employees

Growth Opportunities & Considerations
 ∙ We formed a partnership with a local nonprofit that offers training to high 

school students solving “real-life” problems. We believe this first-year part-
nership impact was limited because it involved only a few BIPOC students 
in the session we conducted. We remain hopeful that we can achieve more 
outreach through them in the future as we strive to grow the pipeline of  
future BIPOC industry entrants.

 ∙ We are exploring how to incentivize volunteering across the organization 
better.

 ∙ We didn’t give ourselves a passing grade on executing jointly signed state-
ments as many of us felt this type of action was largely performative allyship 
and not meaningful.



Compensation / Benefits  

GOAL: All American Efficient employees will be compensated in a 
consistent manner across experience and job responsibilities, and 
our benefits will reflect our values.  

Action Items Status

Publish (internally) expected salary ranges for various departments and levels Ongoing

Solicit and secure providers of investment opportunities with an ESG focus specific 
to racial equity and make these available to employees to mission align their 401k 
portfolio

Ongoing

Big Wins
 ∙ Added sustainability ratings to 401k plan fund details and shared information 

among team members.
 ∙ Confirmed compensation is equal at each job band in the promotion ladder, 

which means there is no pay disparity between identically-titled employees. 
While we could not communicate specific salary bands to all American Effi-
cient employees, managers made sure compensation and promotion realities 
and opportunities were a component of mid-year reviews.

Growth Opportunities & Considerations
 ∙ Additional options on the sustainability front would be valuable, but that may 

require more action from our 401k plan manager than we can realistically 
expect.

 ∙ When we conduct another cultural assessment survey, we will need to re-
lease the data and address any measurement that shows ineffective or un-
clear compensation communications.  



Procurement  

GOAL: The companies that provide services to American  
Efficient understand the value we place on diversity and our 
preference to partner with companies that share them. 
 

Not Met

Ongoing

Ongoing

Status
Action Items Status

Going forward, vendors are to be selected through RFPs for services, for which  
responses must include questions about vendor diversity. 

Not Met

Current service partners will be requested to share with AmEff their diversity/equity 
reports/plans and their own Tier 1 and Tier diversity metrics.

Ongoing

Find and utilize Black-owned businesses and/or chose service organizations  
focused on social justice and equity when making gifts to program partners and 
when entertaining partners while traveling or at conferences.

Ongoing

Big Wins
 ∙ A DEI questionnaire was distributed to 15 vendors and suppliers for completion. 

We can incorporate the questions from this survey into any RFPs issued in 2022.

Growth Opportunities & Considerations
 ∙ Fewer than 50% of recipients completed the survey. How do we encourage 

American Efficient’s vendors and suppliers to complete the survey?
 ∙ Limited opportunities for sourcing catering from BIPOC-owned businesses due to 

the COVID-19 pandemic and remote work. Our aim is 100% of on-site company 
meals sourced from local, BIPOC-owned restaurants in 2022.  



Professional Development   

GOAL: Staff will have the opportunity to improve their own cultural  
competency.  

Big Wins
 ∙ Mandatory training was selected for and completed by the whole team.
 ∙ Optional training opportunities for the team (6-week training program com-

pleted by six full-time employees) funded by the company.
 ∙ The antiracism book club was made available during regular work hours to 

interested parties (two books completed).

Growth Opportunities & Considerations
 ∙ Expand mandatory training beyond online modules with limited engagement.
 ∙ Incentivize participation in optional DEI professional development.  

Action Items Status

Schedule and complete mandatory anti-bias training for the AmEff DEI team Accomplished

Schedule and complete mandatory anti-boas training for the entire AmEff team Accomplished

Resource ongoing availability of anti-bias training for the AmEff team on an ad-hoc 
basis and as part of the compulsory, annual compliance training across all func-
tional areas

Ongoing



Staffing and Recruitment   

GOAL: The company should endeavor to be a positive force 
in shifting the demographics of the clean energy industry. 
 

Action Items Status

Support (by membership and/or sponsorship) energy/climate associations led by 
and/or serving Black and Brown populations (at least one organization)

Accomplished

Create a pipeline of future recruiting targets for the industry by partnering with at 
least one HBCU and at least one social-justice-oriented NGO

Ongoing

Attend conferences where BIPOC in energy are prevalent (and support these 
events and organizations through sponsorship and membership) to ensure our net-
works are robust (at least two events)

Accomplished

Create and maintain a prioritized list of organizations and/or events through which 
we can further expand this scope of work

Not Met

Big Wins
 ∙ Took steps during recruiting to ensure that the number of diverse candi-

dates under consideration was reflective of our local area,  and that job 
postings were worded in a way to appeal to as broad of an audience as 
possible. Hired two full-time staff from groups underrepresented in the 
clean energy industry.

 ∙ Hired two interns, both women, both underrepresented groups at Amer-
ican Efficient; they were both contributing members of our team during 
their time here. They also indicated that our culture was welcoming and 
supportive.

 ∙ Participated in several UNC-Chapel Hill recruitment events to drum up 
interest in the internship program, developing a list of promising appli-
cants, many of whom come from diverse backgrounds.

 ∙ Sponsored the Deep South Center for the Environment’s 8th Annual 
HBCU Climate Change Summit.



Growth Opportunities & Considerations
 ∙ Despite initiating a conversation with a local HBCU, we we were not able to 

develop the relationship  to the depth that we wanted during the internship 
recruitment process, or in the months after.

 ∙ No clear, long-term social justice NGO partnership was identified and there is 
no primary data source of organizations working to shift demographics in the 
industry.



 ∙   

Work Environment / Company Culture  

GOAL: American Efficient is a place where employees feel 
comfortable being their authentic selves.  

Action Items Status

Support and encourage the development of internal Employee Resource Groups Accomplished

Have a quarterly session open to the team focused on an issue related to diversity 
- i.e., history lesson, specific topics within systemic/institutional racism 

Ongoing

Company calendar of cultural celebrations of diversity (e.g., Diwali festivals, AA 
Cultural festival in Raleigh, etc.) 

Not Met

Big Wins
 ∙ Held sessions focused on diversity three out of the four quarters in 2021. Ses-

sions included caring conversations on police brutality and Juneteenth and a 
guest speaker recounting his Deep South tour. Sessions had high attendance 
and participation across the company.

 ∙ Despite losing two key team members due to staff turnover, the DEI team 
added two new members.

Growth Opportunities & Considerations
 ∙ The team should consider whether we want to continue Caring Conversations 

going forward and whether we intend to combine these with the diversity 
topic-focused sessions or make these two separate events.  




