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TO: MITCH KAFOR

FROM: FREADA KLEIN
DATE: July 27, 1984
RE: WVERTICAL COUNCIL

Lotus® Vertical Council will be composed of approximately 15 employvees,
reflecting various departments and job grades within the company. Its
overall purpose is to encourage cpen discussion on the gquality of work
life at Lotus. As a communication vehicle, the Vertical Council will
focus on macro-ievel lssues and concerns, rather than situations
invaelving specific individuals. In addition, discussion will center on
life at Lotus, not Lotus®' business plans. #Although the Council ‘s role
is advisory; it may pursue topics through forming task forces or pro-—
viding recommendations to decision-making bodies within Lotus.

The Vertical Council will meet bi-weekly to evolve its structure and
style. After it has hit its stride, it will meet monthly, rotating the
site of its meetings between different Lotus sites. Membership will be
voluntary and wviewed as part of member '8 work responsibilities. Initial
terms will be 9-15 months, so that on-going participation will be ona
year terms, rotating on a staggered basis. HMiktch Kapor and a repre-
sentative from Human Resources will be permanent members of the Council.

As the Vertical Council develops, its relationship to other communica-
tion/feedback mechanizms at Lotus will need clarification. Specifically
the Council's agenda may aoverlap at wvarinns times with ideac or action
emerging from any of the following: Minority [ssuses Committes, Lotus’
Grapevine, the employee attitude surwvey, or concerns brought to indi-—
viduals within Human Resources.
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Case Studv #1

2 Ah
Logretta walked into the emplovee relations office and burst into tears,
"I retfuse to do it anvy luﬂner. I gem™t wint to gofpick up his shirts
from the laundry Th s me to do. Whole
days go by and all I do is answer his phone, make dinner reservations
for him, and occasionally run a personal Errand. H1LT_tnquEh15 | ala]
to ﬁlcnncrete skills. as an entry level step to what I had hoped
woul e a long caresr in marketifg. | have no chance to develop, to
learn anythlnq. ar tu net tu'F_Em bther manaoers 1n ENLE department.

——

1Y who bears responsibility for this situation?
2} how can we iz 1it7?

3} how can we prevent its reoccurence?
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Case Study #2

Rodney had worked at Lotus for 18 months as an engipeer. He had made
5;;nificant contributions to early products, had refeived rapid promo-—
tions and pay increases. Rodney's manager, a dir
formed him that a new mansg = being hired him, and that his
Job duties would be reduced. The director cited Rodrne i shortcomings
in managing people and projects as the major motivation. Rodney felt
demoted and angry. He had been working at least &8 hours per wesk since
joining the company and had jugqgled many tasks. He felt unrecognized,

[ y and as if hig career path had just kit & dead end.
,:; ; Luesc o€ CoummtanigOth - v
oo Gﬂv%? 1trred sefrmpntorde 8.y edt

- Tha B trerdn
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y has just in-—

1} is this & problem of substanre, a problem of perception, or both?
2) how can we fix 1t7?

Z) how can we prevent its reoccurence?
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TB: Miteh

e A Uas @ g it (e
FROM: Fread Py LT

DATE: August 28, 1984 @ 1:”:6

RE: Vertical Council

After vou left the Vertical Council meeting on Aug. l&th, we continued
for about 45 minutes. The discussion remained, for the most part, a
listing of issues rather than exploring any particular theme. The high—
lights included:

- Faranoia is rampant; emplovees are afraid to come forward with

complaints or problems; there is great fear of recrimination.

= There's a hidden power structure which only partly interesects
with the articulated power structure.

- Some individuals are "untouchable® no matter what they da or how
they treat people.

= Liitl:_:gmglzggi_fru baing builtiy building an empire is one wWay to

become an "untouchable®.

= A& double bind exists betwean building empires and the small number
of reporte to each supervisor. Regardless of how many supervisors and
sub-managers are present in an area, there really is only one manager at
the top of an empire. This is part of the hidden power structure.

= [In the interest of getting something accomplished, boundaries get
crossed and levels get skipped. Several things contribute to this prob=
lem: deadlines (using proper channels takes too long)y; Lotus people
expect class treatment and go right to the power source; there’'s a
lack of understanding of different individuals”’ responsibilities and
knowing the appropriate person to seek out.

= There has been a transi fn from no organization acY.
Bureaucracy impedes getting things done and results in a lack of com—
munication both betweesn and within departments.

= There's & contradiction between people wanting to maintain a casual
styvle to Lotus and the company being too large to sustaln that style.

= The goal should be to have structure without bureaucracy. We don't

know whether our present structuf® I8 RO EITQ————
- Those who make decisions don't have to implement them, and often

don't understand the implications of their decisions. Those at the
bottom are least informed.

- Too much crisis management exists. The effects of a single deci-
sion reverberate throughout the company. Ewen when planning is under=
taken, it gets pre-empted by another crisis or decision.

The meeting wound up with many expressing enthusiasm for the Council "=
potential. Some concern was voiced that the group focus on solutions as
well as problems and that specific recommendations get proposed to the
appropriate groups within Lotus.

NEXT MEETING: THURSDAY, SEFTEMBER &4TH, 3:38-5:80, Boardroom, First 5t.
{I wrote it in vour calendar)
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TO: ALL EMPLDOYEEES
FrROM: Freada Klein. Employees Relations Manager
DATE: HNovember 2. 1784

RE: LOTUS® VERTICAL CDUMCIL

Lotus has instituted a Vertical Council, composed aof 14 members,
rerlecting various departaents and job arades within Ehe Company.

Its overall purpose is to encouwrage dialogue on the guality of waork

lite at Lotus. We 4discuss impressions about owr corporate cul ture——
daily working conditions, wvalues, and morale. Our Focus is on L SsSUuSs
directly relating toa pecole, and that are common throuahout the companwy.
Mitehall Kapor and Jim Manzi are permanent members of the Council.

We sre still experimenting with the Council ‘s role and process. Our
"data" for digcusaion include our unigue and collactive superilsnces,
angnymougs case studies based on concerns brought o emblovee relations,
and topics sugoested by any emploves. THE VERTICAL COUNCIL OFERATES ON
CONFIDENTIALITY--we discuss issues, not specific individuals. In the
future, we will work with the results ofr the emploves attltude sSUrFvey.
During 1985 all semplovees will bBe surveved t£o solicit their opinions

on general lirtre—at Lotus 1ssues, dynamics withinm 2ach werk unit, and
Human Resources tocgics. This information will provide the Vertical
Council with companv-wide trends.

The Vertical Council's role is advisory, not decision—-making. At ter
discussing an i1ssus if we have unanimous conclusiona. <& will forwarg
thase to the aporooriate nanageament decision—-making group. I¥ we are
not in agresement. we may conven® a task force for additional fact-—
finding. I+ the topic concerns anly one work unit rather than the
company 48 a whole, we will refer it toc the appropriate person or group.

The reprasentatives are listed below. Thev are vehicles to relay infor-
mation to the Council, not problem—solvers per se. You may contact them
to suggest an agqenda item for the Vertical Council. To find out the
topics we are discussing, agendas will be available from Husan Resources
We encourage vou to use the Grapevine to send concerns to the Vertical
Council . I¥ the Council is not Ehe appropriate forum, we wWill let yvou
know a bBetter avenus bto discuss your 1issues,

I+ vou have any guestions, please contact me at =&6203.

{ O VER)]
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MEMBERS

Audrey Banks

Rob Frankland
Linda Gage

Anita Harris
Jeff Hill
Mitchell Kapor
Freada Elein
Jim Manzi

Rhonda Marable
Linda McGlinchey
Rami Merlin

Dan Murphy

Jim Napoli

Leon Navickas
Mary Jean Mockler
Walter Thoma

=]
(2]
¢
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e
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4700
4525
6321
3540
4610
4503
6203
3237
6018
6000
3579
33ioe
2055
4584
6038
3285
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DEPARTMENT

Software Development
Product Development
Finance

Marketing

Product Development
Administration
Human HResources
Administration
Oparations
Operations

Marketing

Marketing

Operations

Boftware Development
Communications
Operations



Owverall concern: final stage 1n shift from development-driven to
marketing=driven organization.
Ferceived demoticn of development as an organization.

is relatively unknown to development people-—-can he represent

|
I
|
|
|
|
ANTICIPATED SUESTIONS sCONCERNS ABOLT BUSINESS FRODUCTS DIVISIONALIZATION I
I
|
|

their interests? does he understand their nesds? I

Na longer will a development person report directly to Manzi; can
represent both marketing & development perspectives.
gspecially when they're in confliest?
iga new & generally perceived as falr--nesds to be made clear
that this isn't a surprise ke him nor a response to his
pertormance.

How will development's level of autonomy &/0r input into prodouct ideas,
schedules, etc. he affected?

Sugoestions:
- BHusiness purposes be clearly articulated
- fibove concerns be addressed when the announcement 1s made
- give his clear suppart

= host & series of meetings with development people

July 18, 1983
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CONMCERMS RAISED SINCE AMNOUMCEMENT OF BUSINESS FRODUCTS DIVISION

ISSLES!:
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51

Lotus is vigwed as a company whose priority 1s 5hi+t1ng to this

guarter's sarninga, at the expense of a focus on creativity, long=

ferm planning and emplovee morale. L M%hﬂﬂ%fh‘w.
ﬁ”fiﬁ1ﬁrﬁqn‘

Marketing appeare to be a more hierarchical organization than

devel opment which i1is relatively flat—=—how will the different

structures and philosophies be merged? pm A:hfﬂlﬂ#u-nf M%"T

is perceived as hard-driving, pushing people perhaps beyond
their limits: when development people do not yet know him, this i1s
viewed skeptically:; emplovessa feel they are means to an end. not

individuals. Ak Wh‘&

A concern exists with the hiring of senior marketing pecple who

do not have industry background—how will this impact thelr under-
standing of developers’ needs and comnmunicition betwesn the two
organizations? W

L# reports to i is this now the model for all project
EeamaT {(1.2. Will marketing always be the final decision—maker7?}

nO hﬂTJn'ﬁh Laor .

SFPECIF IC QUESGTIOMS

11

)

31
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a3

i

I= the Business Products Division merely a saintenance organization
for new releases of mxisting producta? Will there be room for
creativity?

How will product decisions be made——does development now have leas
of a voicey

What lgvel pof auvtonomy does Gabriel and his organization hawve?
iln general for organizational structure and functioning, and spe-—
cifically for product decisiona’)

How will individuala be assigned to projects? Will employvees be
seen as specialists continuing to do the same tvpe of wWwork, or 1s
there an opportunity to lesarn new skills?

Will ALL jobs be posted? How is a promotion (which nesd not be
posted) distinguished from a new ponition for which itnternal candi-
dates may apply?

What ‘s the time frame for documentation. productien % 0A jobs
opening ‘up in other divisions?

What will be done about any duplication that now existe betwesn




marketing jobs and development jobs?

PEOFLE % PROCESS ISSLES THAT NEED TD BE ADDRESSED

1}

]

a)

=)

Fa

=4

i Frale L autonemy nesds to be clearly defined.

On—going exchanges between marketing % development should be struc-
tured to get to know sach other & to evolve a standard framework
far aon-going working relationships.

reeds to be more visible and accessible to the devel opmeEnt
arganization.

Two=way communication mechanisms (upward & downward in the hierarchy)
should be satablished %&/or reinforced (e.g. grapevine, informal
open discussion groups, =tc.)

1 relationship will be studied as a model for
how all marketing & development people will interact.

Career pathing % development need some attention.
Company-—wide supervisory skills training (S-day course to be
launched this fall) should take care of some of the anxiety about

fairness/favoritism issues.

[4 needed, intradivisional, interorganizational team=bullding work-
shops could be convened.

Auguat =5, 1985
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Ti: SN bLL.H"

FROM: Freada "W

DATE: HNov. 4. 1985
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CLCt Janet

RE : Méajor issuss in BPD

tached are two lists of concerns 1 prepared over the summer. The

first covera anticipated concern2 prior to the apnouncement of diwvision=
; e i a5 :

izationt Ehe zecond di=tills issues that were brought to me at+ter Lhe

Linfortunately, much of both is sti1ll accurate.

Feviewing my nokes from BPD wvisitors over the last three sonths,

varal recurring themes
Leaderanlipo
Declsion—-making

Low morale

cluster into three categories:

Leadorship (who's 1n rharnge nf o what @)

Turt issums replace cooperation and respect for pach other @
gipertise between development and marketing

Contfusion between the organizational roles of program managers,
product marketing managers,; and product directors

rele is par

Decision—making

lecisicns are made qu

ticularly wuni-l sar

1icklv, often without full intormation, and are

vipwed as oriented towarda the bhottom line and this guarte:s =

Earnings at the

expanse of gquality & people

Employees who could provide information or who will be significantly
impacted are aot invelwved in decisiones

Decision-making is percelved aa cloaed and inaccessible. without
reasons being communicoeted

Often those making decisions are not seen as possassing the neceg-

gary technical
themae] ves nor

background to fully understand bthe decisions
the conseguences of certsin cholcEs

s N L . B Y PR Sooon TN Y







Td: Mitch ,J“'/

FROM: Freada
DATE: Feb: TE. 1%B&
Nt Fesdback

Atteached 18 a composite of responses to the first part of the guestion
naire, How' s BFD Dbing?

TRenty—one of the fa raturned the guestionnaire. I"ve tabulated averall
seEntiments under sach gQuestiong totals don't alwayvs add to 21 for one of

LW FEasonsi item was left blank oFf there Wwas no clear gist in the
reEEponEe.

A tew people have indicated their willingness +tor you to read all or
part of their feedback; I'm in the process of getting back to others
whea did nat indicate thelir regquests on confidentiality &For anonymitv.
I+ the +ormat for Fart 1 is acceptable, 1 will finalize the composzite
vi®ewg for FPart IT {How's Mitchell Doing?).

I did not separate responzes from Marketing wvs. [Development, nor manages

V5. non-inanager since surprisingly, there were not consistently differ-
ing views of the BFD world.

Let me know how you would like me to procesd o Fart 11,



. | Cooperation & mutual respect +or sach other's expertise betweern
develaopment & marketing.
lpproved - 14 Mo change — 4 Worse — 3

Comments:

Marketing & development showld sit down together; I feel that upper
managemesnt doessn 't trust marketing.

Separastion of divisional and corporate marketing is good; marketing
doesn t Enow our products well enough.

Marketing changes have been well received in development.

Recent marketing changes are good; both groups are guilty of insudfi-
cient knowledge of =ach other 's functions.

sShould arrange presentations by marektin roups to developers they
wirk with and use a "case studv%-EEEFEEEﬁ‘tﬂrﬁ?nbfEms.

More interaction, but not real cooperation.

Starting to respect each other s contributions.

Marketing is not technical enough; increased cooperation sxists,; but
not respect.

Mitch's solicitation of input ¥rom both groups 1s a good changaE.

Cooperation has improved.

Greater distance between the groups as the role of marketing manager
has moved away from product content.

Project focu= should replace functional focus.

Mitch has made it clear that development and marketing shouwld be
invol veds; i=s an obstacle to marketing i1nformation
filtering through to development.

Beneral suspicion of most pecple’s capabilities exi=ts from top
managems=nt.

Lewer and middle managers are making a greater effort to woark togethier;
under Miteh there’'s 2 bhetter balance and greates sharing of
tdeas.

Marketing has consistently made bad calls and develgpment s
shyness" is expected.

improved signifticantly, but Mitch still has to function as “"ties-=
breaker"; departmental presentations between development,
marketing & sales would be tgood.

On &n individual level, working well together.

LAy

.2 Claritvy gbogut grganizational roles, especially between program
managers, product marketing managers & development diréctors.
Improved - 5 Mo change — 14 Worse — 2

Lomments:

Froduct managers & product marketing managers aren‘t able o clearly
define their roles.

Froduct manageyr position nesds more definition—i.e. who makes final
declsions.

Ehift toward development decision-making is clesr, but actual roles
are not.




Resolved pretty well for 1-2=3 & Bymphony.

Recrganizations have muddled WHD ie responmible for WHAT.

Etill don't know who has utmost responsibility & authority.

Improved but =till considerable overlap sxists.

Shovld be made clearer what each department s role is in the devel op-
ment of a proguct.

Clarity has not chganged much lately.

Original concept of "wiring diagram" to clarify roles hasp 't been
addressed.

Fales an individual projects is much clearer, though not sure we‘wve
found a general solution; nesed to formalize organizational

"wiring diagram®. '

Divisional "wiring diagram” ian't available vyekt.

Product marketing has been relegated to fit percelved skill level,
nat what the job should be.

Role of development director not clear, but other roles ars. FRolas
lack the power to get the job done.

Roles aren’t clear:; need to heold post mortems on projects to sort out
problems.

Much talk of "orgenizational wiring diagram" but nothing ha=s besn
forthcoming.

1.3 Decisions are made too guickly, without full intformation & crisnbed
towards the bottom line rather than guality.
Improved — 14 Mo change — 4 Worse - 2

Comments:

Decisions made by overworked peoples who do not have enough Eime to f#ind
the facts.

I think we learned our lesson from 1-2-F Rel. Z,; but peed Lo cantinus
to be aware of past mistakes.

Pecisions made TOD SLOWLY and therefore lots of idls time in Doc & OA;

Roles % process are still not clieesr.

Bottom lime is more of a factor than it should be, but we still do
better than most companies.

Btrong perception exisats that Mitch won't allow this problem to happen
again.

Ceadline pressure and more features are replacing concesrn for bhotoom
linae.

Decisions made too quickly because we re chasing good ldmas without
appropriate analvsaia.

Decisions made too gquickly without prior ressarch.

Miteh is very wise about identifving which decisions nesd to be made
and which to leave alone.

Definite improvement——more long run devel opment emphasis replacing
shaort run resalts.

Sacriticing fguality for short term financial targets doesn 't appe=ar
likely to happen again.

Miteh has enormously improved standerd of decision-makingi this 1s one
of the most visible changes 1in BPD.



Decisions to cancel projects are still made too guickly.

Mo concern for F & L within EBPD.

Decisions now are more rational with greater concern for our customers;
no clear financial objectives to use for decision-making.

Improved, but harsh judgemsnt is peassed when responsss aren’t made
guickly.

Problem with decisions now 1s there's no clear procgss——who has
reaponsibility & authoritv.

1.4 Emplovees who could provide information & who will be significantly
impacted are involved in decision—-making.
Improved — 13 Noa change — 2 Worse — 1

Commentse

Btill poor.

Froblem ligs with internmediate levels; not with Mitch-—especially
regarding those who will be directly impacted.

ke Have beatter project Eeams since Mitch took aver BRPE.

Development is now included sarlier than before, but committees are too
large for guality decision-making.

This needs to be gleobally implemented.

Thing= are moe weighted toward developirenl.

Mitch does encourage input from all levels, but matrix management theory
is atretched too far.

hew projsct-centered focum helps, but many decisions cut across projects

Hitchell saolicites information but then reliess on the opinion of only
a few trusted pecple.

Mitch encourages involvement,; bubt can’t keep track of all the issusa.

Mitch makes %@0% of decisions; input which supperts his thinking aims
accepted. S -

BPD needs to exchange information outside of the division——e.g. with
sales & manufacturing.

1.5 FReasaning behind ORGANIZATIOMAL decisions 1s being clearly
communicated.
Improved = 5 Mo change = 13 1

Commentm:

Too many rumors, too much mystery, then delay for the "official

announcement " .

Reorgantzations leave confusion about BFD's goals.

The message of decisions like sliminating job im that
when the company no longer needs one's skills, the employes
goEs.

Buestions exist about Corporate Communications; Product Marketing,
Tradewinde moving; wht'as going on in GA,

Information doesn't flow downwardi I have to spend 5 lot of time
tracking down the truth.

i e R
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Recent product marketing layoffs are a problem——uhy were these people
not asgsisted in finding other employment internally?
Problems surround Corporate Communications, Product Marketing, and
Folm.
Tradewind transfer unsxplained.
Communication ias cledF, But the reasoning is not.
Bome changes are dealt with publicly, others are not f(e.g. what s going
on in Corporate Communication, Product Marketing. GFR,; and why
18 leaving).
Organizational changes are edplained well within the department, but
not wWwithin the diwvision as a whole.

I.& Reasoning behind PRODUCT decisions is being clearly communicated.
Impraoved — 12 Mo change - 7 HWorse - 1

Comment=:

khere are the product decisions? Don't kEnow about products or thedir
BCOpE,

We"ve traded one set of problems for ancther——decisions are less arbi-
trary, but stil] reactive to the media.

Varies from praject to project, but works best when decinion—making
resicdes in one o a4 fow people.

When Mitch presents the information, it's clear what we ' re doing and
why, but when he doesn't, we get contradictory information from
different sources.

Being part of the process is eye-opening; 17've: learned much about inter-
actions between companies & improved my communication skills.

Decisions change along the development cycle.

Business plan reassesament & discussion have been helpful ; communication
ia one of Mitch's strang points.

Mitch Has at any point in time a clear vision of how everything fits
together ; and he communlcates 1t regularlys

Froduct decinions reflest Mitch's interests not necessarily what's best
for the division.

Mitch has wonderful insight into the industryy BPD overview is well done

Eome decisions are comnunicated clearly; othersa are not (e.g. I read
fbout MicraoScoft Mindows in WSJ rather than hearing It herel.

Works best when there's a single channel for decision-making amd the
information flow is sstablished.

1.7 Risk=taking and innovation are NOT resarded: rather, peocple merely
carry out ordere.
Impraved - 4 No change — 18 Woras — 5

Comments:
Inertia, fearfulness, &and continuing upheaval make pecple risk-avereive,

. dEFens: v and hostErpr——

Innovation is only rewarded to those on the ineentive plany obkhers have



to leave lLLotus to innovate.

Mitch has done a good job making us feel a good idea might be acted on
and renarded.

Forward=thinking projects have been cencelled and the list of people
who've TBfl To hREVE thelr ideas considered—-

—gays risk=taking % innovation are not rewarded.

We havern 't yel found the lLine betwesn innovation, efficiency, deadlines,
and gualiky.

Feople are still afraid te take risks.

Systen only eawards a handful of developersi ideas which would improve
the genaral product snvircnment are resistsd.

ho real incentive exists for initiative; group of programmers ara
interested in more training, better communication, functional
specE, #tc. but afralid to go to managemsnt becauvse they might r
be labelled dissidents.

The only reward is the bonus program which is disappointing.

People just carry out orders.

Good rewards exist for innovation & initiative.

f few specific individuals are snouraged to innavate; Mitch appro=
priates others’ ldeas as his OwWn.

Feal risk=taking 13 a privilege enjoyed by fewy BFD has an institutional
wWillingness to take risks, but not always backed by institu-
tional patience to play them out.

{Eggxgklgn is only signed off on if vou're

- Mitch has to embrace an idea bhefore he lmts it

i

il

cnntlnup.

LT
I don't kfow of anyone who is resrded for risk=takinbg or disegreeing
with Mitch.

—¥ Disagreeing with Mitch is a dangerous proposition.

While Mitel demands sicsllence, Lhe syslenn asouniws medioor 1Ly,

Innovation is not rewarded; over-promoted managers are threatened by
their people & don't develop themj pecple heve to carry out
orders becauses ‘going over somecone ' s head”™ is punitively dis-
couraged; hawve to leave the company Lo innovate.

Innovation i1s not rewarded because failure is not tolerated; beat
Formula for succesa is® to gusss what Mitch likes and give it
to him.

I.B8 BPD is merely a maintenance organization, without opportunities to
develop new skEills.
Improved = 7 Mo change — % Worse = 2

Comments:

A new attitude sxigts which favors buying new technology rather than
developing it 1n-house.

Many more interesting proiects have come our way in the last six months.

Fewer and fewer places exist for senior programmers to go within the
division.

This has bean strongly addresased & clarified by FHtch.

VWaries between managers—Abbot encourages self-improvement technical lyi

e —




there has been improvemsnt in project allaotment.
I it s challenging, somepne fram IS5D, RED or outside will get it; BFD

~ will have to rev it and cl@sn up the mess later.

Flenty of opportunities exist now; tAe problem has been not planning new
projectes when old ones wind down.

Some people feel that real success & recognition aEE_EE$il§§l§_nﬂjy to a
few _sunerstars: unless we develop our own people, there are
real ochstacles to growth.

Junior people have more ppportunities; senior people have to go to obther
divisions for new opportunities.

Mitch appears to have little interest in marketingg therefore, declisions
kare made outside BFD Fe.g. advertising, release 14).

Dpportunities exist in dqiELEEEEEt anly.

With each new acguisition, 1it's Elear that creative projects exiat ouk-
side of Lotus.

Orie is trapped below the skill-set of their manageriy one has te leave
BFD to be on a non-maintenance project team.

I.¥ Fairness rather than favoritiss prevails in project sssignments,
decision-making &/or promotions.
Improved = 5 Na change - B Worss = 3

Comments;

Much bestter—=-Mitch & HR should take the kudos together.

The esception to fairness within development is BA.

This has not been a problem within development sxcept +orf the perception
that many rFesources have been allotted to Mo Comment.

Headoount seems to be the averrliding concern. PFreterence 15 sti1ll giwven

to who's "ip" =2t the moment.

Providing opportunitieses to & greater numb loyees 1= the key to
_smmﬁmm‘_
Certain individusls have a FEEEEEQ statius——all of their ideas are con-—
sidered intere@sting worthwhile.

Overall , things are +air, although Enlitica are involwved in assignmentsg
everyone is nhot as fair and responsible as Hitch.

There's & emall circle of individuals who Mitchell thinks highly of:
confidence is not expressed in those with & skill ffzajhat
differa from Miteh's. i S

Not svervone has the same opportunities or influence,; but this i1s not
neceasarily unfair. EBEPD has very few low "flash", extremely
comnpetent, dedicated snployees who are widely respected
throughout the company is my mental model here)=—--
Wa need to develop this kind of person.

Hitch puts people in three categories: 1) people he dossn 't know or
fully understand their duties out respects themi 2y people he
dossn’'t know or fully understand their duties but can 't under—
stand why they don’'t do their jobs betteri and 3) people he
thinks he understands esactly what they do and knows he can
do Lt bettaer.

Lack of consistency underminss fairness——people guickly franchiaed with




pawer then disentranchised.

Mew people have more difficulty proving themsslves); assignments go to
the tried and trumjy no caresr pathing exisks so 1t's difficult
to judge promoticons. Order—followers tend to be promoted over
innowvators.,

Mitech gives more waight ta the opinions of his tavorites.

————

1.18 Overall, morale 1s improving & employess are recovering from theirs
wWearineEss at :h!ﬂg!'-
Improved - 18 No change - B Worse — 1

Comments:

Harale peaked whern Mitch became GM, but has declined slowly.

The biggest bonst is having leadership now that understands what &
devel opment team 15 and how 1t tunctions.

28 % Do have low morale, and this affects program managomernk.

Each new reaorgantzation pleases some and unnelFves others.

Morale ia best where emplovees have clearly defined roles. 6GFR and
marketing are in flux. Until BFD's structure and process sre
nailed down, the lack of confidence aned concern for job
security will ‘undermine productivity and the guality of the
work enviraonem,nb.

e 've gone ftrom concern over na projects and poor managemnsnt Lo concerns
over headcount, efficiency and lavotfs.

Morale amongst the developers is low——decisions are out of our hands,
arvd top many projects are done cutside the company.

Corporate Communications” situation has led to wondering, "will my
degaer Lupsii b Lo pien LY

Morale improved greatly at the time of the BM change; now morale is very
low amongst BFD managemesnt.

Mitch has simplified the organization enormously and this helps group
moral e.

Al though morale is improving, most pepple are running scared.

HiEEE_E:EE;ﬁtigEE:Tg:EE_E%EELEﬂEUmlJuﬂuﬂiLiszl_QEEE_iggﬁt their roles,

5 antd their ability to make Ecigigpgjﬂ*

It is uncless—from NOMENt To moment whether your group will survive the
next reora.

FReorganizations are unsettling, but offer the promise of change. Dedi-
nition of roles, career tracking and encouragemnent of i1nnova-
tion will raise morale.

Morale inproved for awhile, but is sinking again.




To: Philantropods
fr: Eteve

"]

RE: DISCUSSION OF OUR GUIDELINES

Even though I'm away on vacation (zorry, but that’'s the breaks), I
wanted to contribute some of my thoughts to our discussion of
guidelines. This has turned out to be ten times longer than I
anticipated (I warned you that I'd written books on this topic!), =o
feel free to ignore any or all of it.

I. Why focus on racism?

We can’'t fund everything. We have to make choices and narrow down the
field in arder to make our jobs manageable and have some hope of makino
an impact in our chosen area. So, out of all the problams in the world,
all the injustices, how should we decide on a focus?

There are a lot of ways in which life is not fair to lots of people.
Howevar, many of these are beyond our control. Some are acts aof nature.
Qthers are human creations, but randomly distributed and without
connection. For these injustices, the appropriate response is
perzon-to-person empathic support; that is, individual acts of kindness
arnd aid.

Scme kkinds of social injustices do fall into patterns. Of these, there
areg several that I would consider to be "core" or "systemic", meaning
that they smanate from social dynamics that are central to the very
functioning of our society (perhaps of all societies) and play a
significant role in shaping a large percentage of our social existence.
(There are other injustices that fall into patterns, but I do not
consider them to be as wvitally integrated into the core dynamics of our
society, or else I see them as derivative of those 1°ve labeled core.)

I would include among these core dynamics: class relations f(having to do
with the division of labor in the process of production and
consumption?, sex role patterns (having to do with child rearing and
nurturing/aggressiveness social rcles), and community relations (ranging
from extended families to ethnic/racial groups to naticnalism). All
these land cther systemic issues) interact; but they can alsoc be locked
at somewhat independantly.

The systemic and interconnected character of these iszsuss makes them
powerful but also seans that every ameliorative effort has potential
ripple effects upon large spheres of social lif=a. For example, a changes
in sex role patterns could alzo effect clacs relations; improve child
nutrition, reduce family violence, create healthier communities, estc.

Cf the three systemic issues I°ve identified, class is not appropriate
for our committee to focus on. First, it i=s the least clear of the
three since merely defining the issue involwves arcane debates betwesen
marxian and nonrmarxist theorigts. Second, I doubt if a majority of
Lotus employees would agree about its importance or even its very
exiatence. Third, even if the employee’'s supported us, the Board would
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nEver approve a focus on attacking class oppression.

Soxism i3 a more appropriate focus for us. Even those Loti whozs
analysis is noct radical enough to consider it a systemic pattern are
ztill likely to consider it a legitimate issue. Becond, its
manifestations, at least in the economic sphere (e.g. tracking of women
into "women’s jobs"™ and unegual pay for work of egual intrinsic worth as
well as sexual harassment), are clear and attackable. And third, some
aof itz mnon-workplace manifestations, such as abuse and rape, are
flagrant and violent enough to create a climate of support.

Howevar, despite the current anti-—feminist political climate, I think
there is a2 strong women's movement in our society composed of women of
all classes that has the resources and ability to push forward. In
fact, it is precisely because the women’'s movement is a cross class
movement, whose leadership is mostly drawn from the professional and
managerial classes, that it has access to relatively enormous resources.
There are encugh professicnal, managerial, and bourgeois class women
toriginally by birth or marriage and now by virtue of their own jobs! to
sprve as an effective pressure group. In addition, women are a majority
of our population. They have the numbers needed to create a significant
cocial foreg. IF we were to focus on =axism, I°d want us to focus
specifically on projects aiding working class or poor women,
particularly wamen of coler, who are the lepast likely to bensfit from
the movement’s roescurces. Making sexism our focus would be a
legitimate, but relatively "safe", decision.

Community is, on the positive =ide, a way to creating support systems
and culture that help give msaning to life. It is also a way of
differentiating between "us" and "them". Under negative conditions,
meaning under the conditions that most people have experienced for most
of history, the "them" i= conzidered of less intrinsic value than "us",
and if "us" is strongasr it uses its power to dominate and exploit
"then".

There are various degrees to this pattern of community hierarchy. If a
minority can socially and econcmically integrate itself with a domanint
majority, the newcomers can be considered part of the majority’'s "us"
and guickly accepted as a subgroup of the majority. If the nature of
the interaction betweaen the two groups is such that the metheds of
domination and exploitation are relatively moderate in their
dehumanizing effsct, the newcomers can be censidered a distinct ethnic
group. But if the methods of domination and exploitation are extreme,
the newcomers are marginalized as a separate "race”.

The most important and confusing thing to understand about race is that
it has absolutely no biological reality. There is no group of genetic
characteristics whose presence or absence can be used to divide humanity
into groups that have any resemblance to the "races" we were taught
about. There is much, much greater genetic variation within the people
considered "white" in this country than between “"whites® and “"blacks" as
Qroups. '

Race is totally a socially created phenomena. For example, people of
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Eurocpean and African ancestry who are divided inte twe non—overlapping
races in this country are divided into at least three often overlapping
races in Brazil. The majority of Puerto Ricans come to this country and
find themselves suddenly divided into black and whitz——a process that
has freguently diwvided members of the same family.

The definiticns of racial groups charnges over time. When the Irish
first arrived in this country they were treated as a separate racial
Qroup. Mow, outside of South Boston's ethnic enclave, they are a
subgroup of the American mainstream. Japanese immigrants wera lynched
less than S0 years ago and rounded up into detention camps about 45 -
vears age. Mow they have a S8X rate of intermarriage with people
outside their own community and are commonly accepted az a legitimate
ethnic group.

Owver the years, raciem has become intertwined with nationalizm and
imperialism ("the white man’'s burden®; "the vellow poril®; ste.). It
has become a part of the attack upon progressive reform ("they're not
willing to work, they only cheat welfare"}; and a tocl for dividing the
worlk forcs. Because of itz integration into svery part of our social
system, it is a controversial and expleosive issue. It is also aone of
the most isportant issues facing us.

The anti-razcist movement faces cother disadvantages. The average wage of
non—whit2 workers are much lower (I think about half) of whites; the
average unemployment rate of non—whites is much higher (I thirnk doublel;
the average net wealth of black families has recently beEen computed to
be zbout #3,800 while the average net wealth of white families is about
£37,280. In addition, peopls of color are a minority in this country
and the number of Black professionals and managers small. All this
combines to give the anti-racist movement relatively few resources, a
relatively small social base to draw upon, and relatively few allies.
Monethaless, it remaine one of the core dynamics of our society, and of
cur world.

The Philanthropy committee should focus on racism because it is one of
the core issues of our scciety, because it is an issue that lacks access
to needed resources, because it is a particularly acute issus here in
the Bopston area, and because our efforts can make a visikle and
important difference in the efforts of anti-racist programs. True, it
iz a more risky choice. However, I see this as a positive reasson. We
has the chance to take larger risks than most other companies’ giving
programs. We should rise to the occasion.

1I. What does a good proposal to fight racism aim to accomplish?

Our approved guidelines say that we want to fund projects that address
both tha causes and offacts of racism. To understand how to apply that
guidelines requires first examining the different types of racism in our
socioty.

I consider there to be several types of racism. First, there is the

level of persaonal feelings, called attitudinal racism. This is the
belief by one person that hissher "racial group” is superior to another.
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While I don't like such attitudes, by themselves they are not a social
problem. It's not always clear what to do about attitudes, if anything.
Attitudes seldom charnge because of direct confrontation. However, if
the general climate of the country is anti- or non—racist, then racists
usually keep their attitudes to themselves and pay lip service to public
ROrtSa.

Szcond, there is the level of persanal actions of discrimination. This
occurs, for example, when a landlord refuszez to rent to a black family.
These actions can only be stopped by strong anti-discrimination laws and
enforcement. Again, if the political climate is anti-discriminatory,
there will be muck fewer occurrences of thisz type of action.

Third, there is the level of cultuwral discrimination. This is the
culturally embedded belief in the superiority of one group over another.
I think that *this ie actually very malleable. We have lived through a
ssa-change in our scciety’'s attitude towards Asians (Japanese and
Chinese in particular}, as well as towards Afro-fmericans. I know
anough history to know about the enormous change in social stereotypes
of Irish and Italians. I think cultural racism is manipulatable and is,
in fact, manipulated.

Fourth, there is social discrimination. This is widespread, usually
state—sanctionaed, gatterns of cvert discrimination. This was the
gsituation in the United States for most of the past J0@ yvears and it was
what was largely destroyved, only twenty vears ago, by the Civil Rights
Movemant.

I¥ social discrimination is maintained over a laong enough pericd of
time, it can turn into the fifth type: institutional or structural
racism. This is a situaticn in which unegual access to resources and
opportunities is built into the fundamental structures of a society. At
this. level, racism is "impersonal”™, it happens as part of business as
usuwal without reguiring conscious decisions by the majority. For
example, if you are poor and live in a slum you probably have poorer
health, poorer education, less chance for advanced training, less
connections with or exposure to people with inside connections at good
paying companies, and therefore you are more likely to end up poor and
recreate the whole cycle. Mone of this reguires any overt
discriminatiaon by anvone.

0Of these different types of racism, I believe there are some we should
not make a priority. For example, I believe attitudinal racism waxes
and wan2s according to large scale social forces as well as being very
hard to deal with sirce it is such a personal phenomena deeply rooted in
gach person s childhood. And cultural racism, while infuriating and
reinforcing of dehumanizing stereotypes, is too abstract and too much
controlled by top-level corporatespolitical forces bevond our reach.
i(For example,; remember how the national image of China suddenly reverzed
itsalf from Red menace to industrious allies after Mixon's trip to

Bei jing!)

On the aother hand, I believe we should make a priority of the remaining
tvpes: preventing personal acts of discrimination,; fighting any
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resurgence of social discrimination, and attacking the cycles of
institutional racism:. I choose these because they can be addressed by
the tvpe of local; small scale projects that we are capable of funding.
I also prefer them because they are, I believe,; the key methods that
racizm is perpetuated in our soccietv.

Fortunately, a common strategy helps prevent all threes types
discrisination. That strategy is putting pressure on the government,
via grass roots organizing or legal action or legislatiwve campaigns or
maedia exposurse, to pass and enforce strong anti—-discrimination laws.
Unfortuantely, dismantling institutipnal racism involves more. To some
gxtent, it invelves supporting programs that aid all poor or unskilled
working pecpla. Headstart helped people of all colors, but
disproporticnately helped people of color beczuse thay are
disproportionately poor.

However , color-=blind salutions are not enough. Cara muzt ba ftaken to
make surz that these programs actually include and serve pecple of color
or else the weight of past discrimination will seep in and shapo thosa
remedial programs in discriminatory ways. Therafore, there is a urgent
need to enforce egual cpportunity to existing progreams. Creating egual
opportunity regquires going beyond business as usual: it means making
affirmative efforts to reach out to the non—white community when
recruiting for new hires, it means making affirmative efforts to include
people of color in decision—making processes.

In fact, I would go further. I think true affirmative action involves
mor2 than squal opportunity. It involves providing some amount of
additional resources specifically targeted at people who have been the
victims of past patterns of discrimination. Therefore, a strategy that
addresses the causes of instituticonal racism involves supporting egual
cppartunity as well as affirmative action.

The affects of racism are too numerous to list. However, we should give
priority to those projects that also address the causes. The way to do
this is to help empower individuals in the context of building
action-ariented organizations that are providing new resources to the
non—white community or pressuring outside institutions {government,
firms, unions) to provide fore resources and opportunitizs to the
nan-white comaunity.

I1I. Can the Arts be a useful tool for fighting racism?

FPerhaps. But I still dan’t think we should be funding most arts
projscts. We have previously discussed, and I think we should formally
adopt, guidelines for the acceptance of arts projects.

First; I thirnk we should affirm that our general priority is funding
grass reots, activist projects that follow the strategies outline abowve.
Second, we should declara that we don’'t see curselves as an
arts—oriented funding source. Third, we should say that we will fund an
artz project under the following conditions: (a) it is locally based

and amateuwrish rather than free-floating and professionally aspiring.
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th) it is tied in to a local organization that has a life of its own
separate from the arts activities. (c) a majority of the participants
are people cf colar. (d) the project, in some manner, directly addresses
the issue of racism.

IV. Should we fund capital improvements (or contribute tc general
operating funds)?

If the organization is working on projects that would fall into our
guidelines and that we would support, then we should help those
organizations in the way that the organization itself decides is most
useful. If buying or fixing a building is what the group nesds in order
to accomplish its goals, then let's fund it!

Eimilarly, I think we should formally decide {(although not publicize)
that we are willing to give money for general operating funds rather
than specific projects. The key issue is the same as for capital
funds: 1f the organization i3 working on projects that would fall into
gur guidelines and that we would support, then we should help those
organizations in the way that the organization itself decides is most
useful.

V. Is media—arts education considered skills transfer?

Mo. OQOur guidelines specially state computer=-related. If a media
project has a large computer component it would fit. However, a
camera is not a computer.

VI. Is the mera use of a computer in an educational program considered
skills transf=r?

Ecmetimes. It depends cn what else is going cn.
WII. What kinds of skill transfer projects should we fund?

When Rhonda, Rob, and I went to talk with the people at the Science
Musoum, several themes emerged that we felt were relevant to all our
skills=transfer projects. First, the project should be computer
ralated. Second, it should provide hands-on training leading to
specific skills. (This means we are not interested in projects that
merely "expose” people to computers or haelp theam get over
computerphobia.) Third, it should be locally based, part of an ongoing
community-criented program, that specifically targets groups cf people
who have not previously had access to this kind of
training——specifically meaning pecple of color, immigrants, and poor and
warking class people. {This means we are not interested in broad based
programs that give a little to lots of people with little chance for
crganized follow up.) Fourth, if the program is for adults, we prefer
that it be connected with some employment opportunities, or that it be a
joint parent/child activity.

-
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You may use this form to: \ !:I"'T{:: 02 1
= yolo# &n opinion or suggestion =
— ask a question Timen H—-A(;{DJ

- SHAre a COncern

if you choose to include your name, someone from Human Resources will contact
you confidentially.

If you choose to remain anonymous, you will not receive a direct response. If
your opinion, question or concern is of general interest, it will be included in a
monthly report circulated to all employees, However, no information will be
given that might identify you.

Opinion, Question or Concern:

T owta et )

know about hc-w to keep yag_;‘__jpt_::_'g If we all move cver to the
__Lotus Building will we still have jobs? What if there isn't

__epough room for all of us? Will we be "LET GO"2

_ I enjoy my job. I enjoy working at lotus., I don't use
__capital letters anymore when I spell lotus, I am not as
proud as I used to be (or as securellll)

Date:

Jumt fold up this form snd diop it in any Lotus Grapevine Box. Theie boses are emptied daily by & member of
1he Human Ressurces staff. i you have indicaed that you'd like 8 confidentiad resporae, you'll hesr from us
wathif e week. Thenks fof your particpation. Fresds Klein, Employes Belatioes Manager =6200.

Optional:

Name Ext




I don"t understand what i3 happening at I&61 FIirst Street. One of the
most dedicated employees I have ever worked with has been “let go”
because a piece oT wachinery he operates is moving to the other building
and there Ifzn't “roop” (a position) Tor him over there. Is this real?
If he was already fn the “other buflding” and the VAL war woving, woudd

Lhe be Iet go? T think It ETINKS. I don't believe this Iz happening at
Latus.

He haz proved his dedication over and over agalin. Iz It poor seating
arrangement that Iz getting him canned? It can't be hiz abllity to

getting hix work accomplizshed bocalize 17 It waz, he would be at the Head
of the Department.

F VI



I wazx shocked and dismayed toe lIlearn about the termination aof

and « 4t 15 undersztandable that as Lotus grows
and develops, certain positions will change or be eliminated altogether;
the questiorn In »y mind Iz why pere oFf an efrort wase't made to find
thes comparable positions, especifally as such positiens do exist
currently in the company.

and were both loyval and dedicated emplovees, often extending
themselves bevond the call of duty and the services op the Firzt Street
VAX reflected their hard work. I feel that their termiration iz mo only
a Iloxs of twe TFineé employeez but a dJdizgrace to the Tair, ethical
corporate values Tor which Lotuz claims to ztand. Iz thiz the way that
Lotus now FPEcognizes and rewards high quality Werk?

Thiz incident, ITf not publicly accounted Tor, will act asz an active
dizcouragenent Tor many of the other dedicated, industrious and loval

employvess who knei and a



I thiank that Lotusz [ gifving Dan Doorley and Bill vaillancourt a really
Fasw deal. The way that they were treated was shamertul. Lotus prides
itselT as an B@"s company Mith &8z values. I Jdidn't know That the &8°'x
had anything 0 do wWwith canning emplovess wmho were not problesz. Thay
rell guickly on the *1&4I=-2" and I think It s¥inks!

wWhen I joined Lotuz almost a yvear ago, this type of thing would never
have happened. Shame on ALL inveolved parties for treating two dedicated
epployees so poorly. I know personally that Dan has always helped me
aver and above the call oFf duty. JT +his can happen to hiwm; where dJo T
and the rest of Lotus® dedicated employees stand? ON THE CHOPPING BLOCK




=73

I would like ©to express my <concern and disapproval with the rFecent
dizafzzal of twnp *161 First Street” emploveez...Bill Valllancourt and
Dan Duorley. Hhy was thix neceszary? T have been at Lotuz az Iong as
both of these poeple and I conzider them to be two of the hardezt
witFking people at Lotus. Darn Dogrley has been especially helptul o ne
many tiaes. I have zeen hiz here on Saturdayz ard [ate at night. YOOl
has many mere Teatures than the pther VAY's and this iz due totally to
Dan"s hard wmork and enthusiasm. His loss disturbs me. Hho iz rext?

The way the situation was handled 15 fmexcusable. If Lotus Is looking
to throw some “dead weight overboard”, there Is plenty around In ather
departments., Next time, why not consider an euplayte's pertfarmance and
seniprity?
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LOTUS’ GRAPEVINE s

;afaﬂ‘ﬂﬁ -._,__h.

Although I am not & mombear of the Corporate Communications Department, I
have been extremely disturbed by the events taking place in that group.
And; from speaking with pecople in my department,; I canm tell you that
evarybody 1s affected by the Corp. Comm. organizational changes.

The need for change is not in gquestion. However , the methods used to
implement the change are highly guesticnable.

As 1 wnderstand it Managemsnt has:
l: Informed Corp: Coam. smployees that they must cut the department
back by a third.

2. hAeked employees Lo assess their chances of remaining, to resign by
Friday 1/17 if they doen't think their chances are good {(and rocelive I

months saveranca pay), oFf to stay and run the rick af being asked to

lzave by the ond of the month, (2 wesks, not I months soverance pay.)

3. Told sveryong that new job descriptions will be wrelbtten and that the
people who decide to stay after Friday must all apply for new
poslitlions.

=4

believe that Lotu=s could hawve betier solved the problem thlis wWay:

# Evaluate new job requirsments

# ldentify # cutbacks required

# Asspss current personnelsjob fits

# Doterming omployoos who could be tralined to f1t nes Jobs
# Dffer new jobs tc those people

¢ Biva T monthas saverance to oather people in the departmen

ard syary tims a came plan

otus sots a pracadent of srasing the Lo
gogan ¢ Wik, BB ®IJNT AS WELl kHiss godbve ANy Ccommitment to corporata
values grounded N concern for peaple.

Above 148 just oho of the &man iltzrnativaes that would better suit Tha

phiioaophy of thi= compan and that could nmest financisl ocbiectives.

o T o S EET alutions wa onEE, wd fust suk z2n end to the disturbance,

instani g ol " LS r LA LS TR INg if1 ERl1lE ColEDaAnY .

= 5. I1f wou still circulate reporis on GBrape lssuws of goneral concarn,
I Bope youw will saddeosss Ehi JLIGEE % on. 1t is cartainly of goensral

*MteErast. EIUITIHH



1/1&/88

I don‘t disagree with the reality of trimming back overstaffed
departments. But I do feel strongly that the Corporate Communications
cutbacks could hawve been done in a cleaner, more humane manner.

Since it was management who hired (who unfortunately grew the
departmant into something which did not serve the company) management
should have taken the responsiblity to identify the positions needed and
the people who could have been trained to fit the new jobs. Give three
months severance to the other people in the department; Do not make
people gamble away their financial security because of the company’'s
mistakes.

The procedure Lotus emploveed to restructure Corporate Communications
sgems the antithesis of the Lotus way of treating pecple. 1If Lotus
pridaes itself on its wnique culture, then it has the responsiblity to
upheld it, even when it puts the burden of responsiblity on management.
Signed,

A concerned employee not in Corporate Communications

9017130



Corporate Values

uality is pamamount @ Lows; we will sirive
o achieve e highest level of quality in
every aspect of our business,

W: will desal with our emiplovess fairly within
a sysiemn where rewands ane based on
mieril, Loius will sirive 0 provice egqual oppormaniny
In employment and in compensation. We seek 1o
D] o cliverss wiork force wiwero he oligniny of
each nclividual s respecied and vahued

oius peopke will bring the greastes) degree of

honesny, ethical behavior and personal
responsibilny o our jobs in order i madetdn e
overall inegrity of the company, our products and
e lcliviclussls sorking beers,

eTTwiork and coopermlon are essential rne-

dienis in the work environment ai Lous, Each
empkwves s expecied 10 be not only an ndividual
corvribtor, b also o conirilbusoe b ihe eflons ol
the growup. Mo one indivicual is or can b respon-
sildle or Owur sUnress,

LS penple must ave the Dexdbility o
responed cukckly W shational changes, and
be open 1o adjusting behavior acoordinghy, withowt

copTpacyilse fo o odber i mnerial vakues

e place a high value on creassivity,

irration e nikalive, hoss claioecer-
istics will be eagedy fosiered, We will stive 1o
mialntaln an almesgdere where fsk aking s
encouraged and consideration of new ideas s
suppned ot oll leviels of the organizanion

Am-;c ol humor is an imponant asse, i is
Imidbcative: o the wiay incliviciuals ook @i
themselves, and reflects how they deal with other
Pk, 10 is lvagsorand sl peopbs ol ke
themselves 00 seriously, as they may be the only
ones thal oo so

I The User's Gande To Lofses



Lotus’ Statement of Non-Discrimination

Lotus Development Corporation strives o create and mamtain a
work environment characterized by fair treatment, diversity,
and respect for the mdivideal.

Lotus is committed to offering equal opportunity for employ-
ment, advancement, and benefits to all employees. Lotus’ policy
iz to stand agamst discrimination in all areas, incheding recruit-
ing, hirmg, job assignments, supervision, traning, promotions,
rates of pay, and benefits because of sex, race, religon,
national origin, age, veteran status, disability, or sexual
preference.

Dscrmination generally takes three basic forms: differential
treatment, differential impact, or the presence of a hostile/offen-
sive/discriminatory work climate,

» Differential treatment refers to instances where the
emplover, throogh its polickes or management, treats some
employees differently than others because of their race, relig-
o, sex, national origin, age, veteran status, disability, or
sevual preference,

# [hfferential impact involves employment practices that seem
neutral, but which m fact affect one group more adversely
than another, The brunt i often bome by groups of
mcdividuals with a shared charactenstic such as gender, race,
religion, age, national ongin, disabaity, or sexual preference.
fferential impact cannot be justified by any business

necessity.

¢ [Hscriminatory work climates are those charactenized by
subtle, vet repeated offensive practices and behaviors that
have the effect of making certan groups of individuals feel
excluded. Racial and sexist comments engaged in by
managers during work meetings or events are examples of
behaviors which contribute to a discriminatory work
environment.

12 The Ulser's Gewiele To Lots



Lotus® preference for a diverse work environment comes out of
a recognition that difference among individuals enriches our lives
and the life of our company. Since prejudice and discrimination
are widespread in our culture, it is generally an uphill battle to
create a workplace that is universally respectful of and
responsive to individuals of diverse backgrounds, Our goal,
therefore, is to build a company which nurtures, supports,
sustains, and draws from all its members with regard only 1o

merit.
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Employee Relations
The primary fanction of Employee Relations in Haman
Resources is confidential problem-solving, The staff members
meet with individuals, mediate problems or clarify miscommini-
cations between employees and supervisors. and relay trends to
managers, directors, and vice presidents. In addition, they
recomminend and implement polices and procedures aimed at
improving communication and ife at Lotus in general.

Certain programs have been implemented to identify peoblems
Grapevine and the Vertical Council, described below, and an
emplovee attitude sarvey. Other responsibilities mclude
administering the performance sppraisal system, drafting and
implementing an affirrnative action plan for the company, which
includes the Affirmative Action Advisery Comniittee (AAAC),
and DIRECTCONNECT, described below.
DMRECTCONNECT

Employee Helations atiempis 1o address an individual’s lssues in
fermis of the whole persoa, not just a2 o Lotus employee. One
result of this commetment is DIRECTCONNECT. a counseling
referral program avalable to any Lotes employee. A Symphooy
Mﬁm.avﬂﬁrﬁrmnmnﬂw offers aboyt 200
providers’ names to choose from when secking advice on a
specific msue such 28 stress mamagement, bereavement, famdy
coinselng, or other personul issue vou may have. The database
will give you pertinent information about the groep or profes-
sonal you have chosen, mformation gathered from carefil
screening for credibiity and professionalism. If you want to uee
MREECTCONNECT, pick up a copy from he recepbion desk in
Humin Besounces.

Vertical Council

The Vertical Councll provieles a foruim for discussion of issues
a5 one way to improve the quality of work ife st Lotus. Com-
matted to ucting in the interest of all Lotus employees, the
Council s composed of twelve members chosen to reflect the
company’s departments and grade levels, with gender and racial
balance n mind. The group discusses impressions about the
corporate cultore: duly working conditions, values, and morake.

The [ocus i on company-wide, people-oriented isspes, nol
specific mdividuals.
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The topics for discussion nwlode both mdivadual and collective
EXPEAENces, ANONymous cise studies based on concerns brought
to Employes Relaons, snd togics suggested by employees via the
Grapevine and direct commmmication with the members. Because
the role of the Vertical Coundl s sdvisory, nol decision-maldisg.
relevant issues and recommendations are lorvarded o 3 person
or group if the Coundcl believes thut action s appropriste. The
Councl negotiates timeframes for resolution and monitors progress
wward the goal. The Council slso perindically notifies the Lotus
commumity shout the progress of issues in the Lotus Newsletter,
and by publshing the minutes of ity meetings.

All employess are encouraged to use the Lotus Grapesme to send
conoems 1o the Vertical Councl, or o talk with the Employes
Relations: seaff,

Lotus Grapevine
You kave undoubtedly noticed the boght porple boxes on the wals
in varous places around the Lotus buldings. These hold the
grapes of the Lohz Grapevine, the comment forms thet commini-
cale the opmions, suggestions, questions, o CONCEIMS employens
have aboat Lotus, Grapes may be submitted by any emploves st
any time, An Emplover Relations representative reviews all
Grapevine concerns, has them typed mnd forwarded to the
appropriate ndividuals, and sees that you recefve 3 response
within & week o you requesi & response on the b (To expe-
dite the process, they ask that you type your grape, i possibie. )
All responses are mude carefilly and confidentinlly, | you cleoss
o remain Eonymous, vou Wil ot recenve d direct responses; bt
il your question is of genernl interest it will be wsed in the
“Grapevine Column’* of the Lotus newsletter. No information will

Lotus Product News

Program Management publishes Lofo Product Noes, 8 resource
fow prablic information about Lotus products: software, books and
the magaxine. It & prvted and distributed more or bess monthly,
depending on the schedule of publc snmecements. Since i§ B
the oficil printed word on what can be discussed freely outsde
the company, every einploves fecelves 8 copy of the ublicstion
and should be aware of s contents,
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Charter Statement

t Lotus Develgpment Corp-
Auratir:ln, we aim for quality

and excelience in every
aspect of owr busines. Our prod-
ucts, 1-2-3%, Symphaony™, and
JAZE™ symbolize our achlevements
and reflect the commitment of
those most fesponsible for our suc-
cess — our valued employees,

We recognize that a major challenge
in achieving our Corporate Objectives
for growth and market leadership
in the high technology industry is
o provide a diverse work environ-
ment that encourges evernyane o
grow and succeed, for it &5 only

in the continued development of
ol people that we can attain our
stated goals.

For these reatons, the Affirmative
Action Advisary Committes |AAALC)
was established, The committee,
consisting of employees from wvar-
iU departments, Wwill be responsibie
for advising and implementing
poiicies, procedures andicr programs
that reinforce Lotus” corporare
values.



Project List For 1985

To keep our work force diverse,
hmwmﬂwm_

equal employment issues and con-
cerns of any Lotus employee, in a
confidential manner, with the aim
of assuring a rewarding and bias-
free working enviranment.

I inyite You (o JBin With us In our
continued &fforts to keep Lotus
Development Corporation 3 company
of which we can all be proud.

L ecruitment Outreach Pro-
am — Working with the
Departrment —
the AAAL will provide astis-
tance in locating additional
TECTURITEN SOUITES Wil 3 major
focus on locating potential
minofity candidates.

i, Lotus Scholarship Program —
the AAAC will explore pro-
grami that sponsor minoricy
students (through scholarships)
to major engineering schools,
fuch as MLLT, The ultimate
goal of this program is to
reipond to the current lack of
minarities in the field of

ENQENEETing

N Youth Surmener

Employment
Program — Working with indi-
vidual managers. the AAAC
will locate potential summer
employment at Lotus for teens
in an effort to help reduce the
high teen unemployment rate
amang biack youth,

. Muilticultural Seminars — These
seminary will be conducted in
an attempt 1o fodter mult-
cultural senmghvity throughout
the corporation and will even-
tually appear as part of an
intensive training program.,

V. Community Service Program —
The AAAC will give financial
andicr active SupporT [0 organ
rations/activities that foster
rachal harmony, crime preven-
ton, Md lor poar, homeless,
battered etC.. of any other
afganizanonyactivities per-
forming & worthwhile pubiic
service.



Objectives

ontribute to the creation and
mairtenance of 3 envinon-

and concerns without fear of
reprisal

Insure that company policies and
procedures are in compliance with
EECHAMIrmative Action guidelines.

Assist the corporation in locating
qualified mingrity candidates for
management and professional
positions,

Expand job oppartunities and build
support mechanisms through a cen-
trafized W :
nehAorE.

Prowvede an addfmongl avenue
where employees can address issues
&g COMCerms in a !ﬂ'l'lﬂ‘*'_ll'. profes-
sional and cornsdential maEnner.

Motivate and asiist employess,
upon request, in achieving their
career objectives through referrals
o an appropriste internal or
expernal source,

Asgist in creating a system that
fosters good public relations,
INCreasel poditive company wvisibility
in the communities in which Lotus
ConNCUTS 3 Duliness

increase the Lotul COMMUnTy’s
awareneis and understanding of
ther regponsibilities 1oward accom-
plishing Equal Employment Oppor-
tunity/Affirmative Action goals
through workshops, seminars, and
other program activities,

Broaden committee awareness of
company projects and goals by
extending invitations to various
pificers and employees in the
company to ipeak a commilies
meetings




Committee Members

Jackie Curvan, Chairperson
Anny Cooper, Vice Chairperson
Edee Carty, Secrecary

Caralyn Reid, Treasursr

hatz Stern

Alma Carter
Regina Blaber
David Mathews
David Noillman
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1986

Froml roie. HBremdan Soumsders, oendodye dodaan, Crsfen Mendes, Back wou: Thummins
(aprcan, Jenbhen Oliber: frany Mol Pl Fiofmess, Frank Gome, Anwabde Rapwem
Ml prctured Mormersd lhearer

Summer internship program

“These students are extremely bright and
amazingly focused ) says Jackie Curvan of
ten young pesple who spent July and
August working in varous departments at
Latus as part of this vear's summer intern-
SAUp program.

The Affirmative Action Advisory Com-
mittee | AAAC), of which Jackie isdirectar,
began sponsoring the program at Lotus last
year Statewide placements are arranged by
Jacqueline Lindsay, director of the Mas-
sachusetts Pre-Engineering Program for
Minority Students [MassPep), an organiza
thon that aims to help high-petenti
minority students in grades ¥ through 12
prepare for admission to collede-level pm-
grams in engineering and science and (o
sucressfully complete such programs

MassPep matches students with oo
pany sponzors, schedules intervicws (o
1A SUPE WOTK AS5EIn el ane 3 ppoog-
ate vo the students” areas of imerest, and
lelps 221 clear goals at the beginning of
the internship. Hallfway through the sum
mer, all the interns meet off site, usually
at Boston University, to discuss their
experiences at corporations all over
Massachusetts At the end of the intern-
ship, Supervisors review the inberns
performance.

That's the process, and all concermed
seem o think it works. As Jackie says,
"programs such as MassPep are doing a
great job preparing high-schoslers: for
future careers in engineering and science,
and we're pleased o assist them in that
endeavor.” (]

~
TRANSFERS
Recent Promations
Donna Carpenter o Acopunting Supervi-
sor inControl . . . Brian Debasitis to Sen-
jor  Produet  Support  Specialist,
Symphony William Destefanis 1o
Applications Consultant in Sabes Admings-
tration. . . Larry Dyer to Copy Center
Operator in dfice Services. . . Judith
Giordano to Telephone Communications
Manager in Corporate Services. .. Peter
Greene 1o Product Support Supervisor,
Symphony. . . Marie Healy to Marketing
Representative in ChicagoMinneapals
Martha Irving to Senior Administrative
Assigtant in Controd . . Winifred Jackson
to Communications Services Assistant in
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LONFIDENTIAL

MANAGEMENT COMMITTEE
5/15/84

Attendees:

Mitch Jf f:_
Mead

Janet

Palmer

Jim

Irv Pollitt

Judy Doe (guest, for item #1)

l. Judy Doe presented the overall space allocation plan for Riverside
Place (see attached exhibit). It was approved except for the size
of the library. The sense of the Committee was that only a modest
amount of space should be allocated to library reading space. Mead
will meet with Vicki and both of them will meet with Judy and the
architects within the next week.

4. A proposal by Leo McCloskey procuring a security "hardware™ system
for all Lotus locations was passed out and discussed at some length.
The Committee members agreed to read the proposal before the end
of the week and get back to Palmer on approval, disapproval, or
concerns relative to the two major issues: 1) the overall security
concept, and 2) the expenditure itself.

3. Palmer presented a recommendation that 37,000 square feet at Four
Cambridge Center be leased in order to meet our previously-defined need
for additional space beginning this summer. After a discussion of
pros and cons, the proposal was approved. Mead will inform Kate Todd
that the final negotiation of the lease is underway and that it will
be submitted for Board approval upon completion.

4. Janet presented three action proposals from Freada Klein which
were discussed at some length, with the following results:

a. Employee Suggestion System. It was agreed that this proposal was
mis-named -- it really seems to be a system to improve vertical
communications and feedback throughout the corporation, with Human
Resources being the coordinator. In that vein, it received general
support. Further refinement is the next step.

b. Employee Attitude Survey. Again, the Committee supported this idea,
but there was an overal concern that it be done "right®". Further
definition of goals and process is needed. Janet will have Freada
work with Irv to come up with a more complete proposal.

€. Minerity Issues Committee. There is an overriding need for the
corportion to come to grips with the concerns of minority employees
at Lotus. Freada proposes the creation of a committee of minority
representatives to help us to begin dealing with the many issues.

9010537
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Top management participation and support is essential. As the
next step, Freada will attend the next Management Committee meeting
to present additional background and thoughts.

9.

Jim raised the issue of how Lotus employees should be handling
offers of "favors" from outside agencies -- primary current and
potential suppliers of goods and services. There was general agree-
ment on a number of points; however, additional information on other
companies' policies will be helpful. Palmer will fellow up an pull
together a proposed policy for Lotus.

Mitch presented his thoughts on Lotus' endorsement of outside
products and services -- in short, we don't do it. Palmer will
take Mitch's notes an turn them into a formal position statement.

Mead presented an updated look at anticipated Second Quarter sales
and earnings, including a discussion of implications and concerns.
In terms of longer term action, reassessment of Product/Software
Development projets has already reduced planned hiring by some
20-25 people. The implications of the reduction in projects on
the Sales/Marketing hiring plans are now being reviewed; the

other departments will follow suit.

Packages containing disks and instructions for Second Half 'B84
headcount rebudgeting were distributed and explained by Mead.
Completed disks need to be returned to Finance by Tuesday, May 25th.
It was pointed out that diskettes for new cost centers were not
included. Mead will have his people follow up on that problem.

Drinking at company parties is a continuing concern. As an initial

step toward moderation, the length of the bi-weekly Priday parties
will be limited to two hours.

9010538
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CONFIDENTIAL

MAMAGEMENT COMMITTEE MEETING

6/5/B4
-

Attendees: '
I-li.'r.t:h.u-""r
Dave
Dale
Janet
Jim

Mead
Palmer

l. The roll-up of the latest headcount "budgets"™ resulted in a
company total of 904 by year end. This is in spite of the
project cutbacks made over the past two months. The number
iz far too high. After much discussion of the issues, 1t was
decided not to react arbitrarily across the board. Mitch will
set up individval meetings with each V.P. to review possible
cutbacks, establish growth restraint criteria (e.g., number
of people ve. company revenues), and establish a course of action
for each area. .

2. WVarious appreaches to and ramifications of dealing with new
venture "spin-outs"™ were discussed at length. How this is handled
will have major impact on Lotus, its people, its culture, and the
way we do business. The fayaff of doing it well is substantial,
however. Mitch will continue to develop his thinking on this
matter and will be using a number of people for sounding boards.

3. Freada Klein participated in the meeting for a discussion of her

frﬂpnsal to establish a "minority issues committee"™. After

istening to Freada's inputs it was guickly decided to sponsor

such a committee. Freada, Janet, and Irv Pollitt will put together
a concrete plan and recommendations for implementation. As part of
the discussion, the whole area of minority hiring and advancement
was reviewed at some length. It was clear to everyone that Lotus has
not been doing a good job in this area, and it was agreed that
the Committee would support a formal program to address problems.
Among the proposals which seemed to have the most potential were:
a dedicated minority recruitment program, establishment of
professional trainee headcount authorizations which would facilitate
career skills development, and commitment to goals formalized as
part of a corporate-wide minority affirmative action program.
Again, Miteh asked Janet, Freada, and Irv to pull together the
details.

4. Mead presented an updated status on 1984 capital spending which

indicated that spending this year could approach %35 million, vs. an
original budget of $20.6 million. Since the memo was first dis-
tributed at the beginning of the meeting and the basis of some of the
numbers was unclear, further discussion was delayed until Mead and

Palmer could do szome more work on the numbers.

9010535
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Series: Lotus Development Corporation
Subseries: HR Policy, Procedure, Employee Measurement Data

This subseries consists of Lotus Development Corporation Human Resource policy,
procedure, and data sets. Included are employee handbooks and employee survey data
germane to the perception of and experience of bias, harassment, and respectful treatment
in the workplace. The surveys were developed by Freada Klein, Director of Employee
Relations Lotus Development Corporation. The files consist of .5 linear feet of material

and span the years 1985-1988.

Box Folder  Span Dates
1 1985
2 1986
3 1985-1987
4 1985-1987
5 1986-1987
6 1986
7 1987-1988
8 1985
9 1986

Folder Title

Employee Attitude Survey, Spring 1985
Employee Attitude Survey, September 1986
Survey data, Termination Rate Models

Survey data, Path Models

Survey data, Parenting / Dependent Care Survey

Survey data, Administrative Support / Companion
Survey, September-November 1986

Survey data, Micromentor

The User’s Guide to Lotus: An Employee
Handbook

Corporate Policy Handbook, Lotus Development
Corporation
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State repsarch and advecacy support for POC advecacy on
lzsuee lilke caller (d and new Infraacructure (Marc har done come of §d
gtuff, we are tcylng to do new digital technology
Project money te bring new conswmer groups from
education, ervirommental, etc orgs to have volce in telecom and slectromic
fres hi---Che markstplace of ldsas in future.
Crucial: Help poor minoricias get involwed In new
technology policy. Danger of haves and have mots. Compter activism too boo

white. Computer power and literacy 1s & eivil rlghts lssus, we would Liks
to help to address.
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Democracy,
Technology
and
The Civil Rights
Project

by Ceasar L. McDowell and
Marianne S. Castano

Democracy and Public Dialogue

Democracy has been defined as “a political system in
which the whole people make, and are entitled to make,
the basic determining decisions on important matters of
public policy.”* While the United States is often touted as
the world’s leading proponent of democracy, many U.S.
citizens find themselves unable to engage in one of the
central acts of democracy—<creating public voice through
public engagement. Public engagement in the United
States is constrained by our inability to talk through our
shared, complementary and divergent values. This lack of
public engagement and our inability to speak in a “public
voice” is also driven by a cultural tendency to reduce
complex public issues to simple “for or against” policy
positions. The process of building a public voice in the
United States is further complicated by the vast racial,
ethnic, linguistic and economic diversity, and the
imbalance of power that exist among these separate
sectors of our society.

The history of this country is replete with the struggles
of people to overcome these power imbalances and create
opportunities for their voices to become an integral part of
the public voice. But, as the 21st century approaches,
these same citizens find themselves on the brink of a new
battle over citizen participation. This battle is being
defined around access to and use of technology. Currently,
most Americans are merely bystanders watching the rapid
advances in technology shift the political, economic, and
social terrain in which their viability as citizens is being
determined. For members of the African-American
community, and indeed for all communities of color and
for economically disadvantaged communities, their ability
to participate as “equal” citizens will now, in part, depend
upon their ability to shape the technological world that is
redefining the concept of public discourse and public
involvement in the political process.

It is in response to these changes that early last year,
The Civil Rights Project, Inc. (CRPI) of Boston,
Massachusetts undertook, as part of its mission, to inform,
educate and expand our society’s capacity to promote
democracy and social justice in a technological age.
Established in 1985 as the non-profit educational partner
of Blackside, Inc., producers of award-winning historical
film documentaries such as, Eyes on the Prize, Malcolm X,
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The Great Depression, and most recently America’s War
on Poverty, CRPI’s early efforts concentrated in grants
management, education, and archival work for Blackside.
With this new effort CRPI seeks to provide opportunities
for the American public to deliberate on policy issues that
affect our lives.

CRPI has initiated several projects to encourage and
facilitate public dialogue and community discourse on
1ssues of major, national concern which include: The
Public Dialogue Initiative, The Community Technology
Study Group, and The National Identity Project. Each of
these projects seeks to promote opportunities for people

- of color, the economically disadvantaged, young people,

and those least often heard to effectively enter into,
participate in, and shape our current public dialogue and
political debates. In each of these projects, technology
based on the information superhighway, plays a vital role
in providing opportunities for engagement.

In developing technology-based projects we have
learned that, for many organizations, both within and
outside of these communities, discussions around and
investment in technology are limited to providing
community members with hardware and software; and in
some cases the use of the Internet without serious
attention to content. This attention to access is a
reasonable goal given the way in which economics is
driving the availability of the technology. But as we
learned from the history of television, if we focus only on
the delivery system (i.e., getting television sets and
reception to all neighborhoods) we will not guarantee the
development of content that will best serve all -
communities. We believe that content, what is learned and
understood through the use of the technology, is as
important as learning to use the technology.

Through our projects we hope that policymakers,
advocates, and funders will increasingly support processes
by which communities are able to affect content issues
associated with the new information technologies. The
three projects highlighted in this essay represent our
preliminary efforts to address not only the access issue,
but also the issue of content.

The Public Dialogue Initiative
In 1994, CRPI launched The Public Dialogue Initiative
(PDI) which is an effort to use documentary film as a



basis for providing a historical framework for public
dialogue on contemporary issues. Through PDI,
CRPI/Blackside collaborate with national, local, and
community organizations to hold public forums that
- coincide with the broadcast of documentaries that are
designed as historically informed presentations on issues
of national concern. These forums and dialogues are
intended to provide a framework which allows forum
participants from diverse sectors of society to deliberate
on fundamental values that shape their understanding of a
public issue.

S s |
We believe that content...is as important as

learning to use the technology.
s O . ) i - s =~ e = e g e |

Blackside’s most recent production, America’s War on
Poverty, provided a window" of opportunity to engage
Americans in important discussions about poverty. PDI
presented a historical context for Americans to come
together and strategize about the most pressing problems
of poverty facing our communities. This effort, employed
as part of America’s War on Poverty, was comprised of 3
strategies: community, national, and technology. The
comimunity strategy, which encouraged the convening of
local forums, was designed to lead complementary public
action such as allowing opportunities for dialogue
concerning pressing public issues. Through this effort,
" community-based organizations partnered with local PBS
stations to hold forums in churches, libraries, and schools,
and to produce special television call-in and radio
programs, and youth videos, all focusing on poverty-
related issues. The national strategy worked along with
various national organizations to encourage their
constituencies to promote a series of public dialogues
within their communities and among members of other
communities. Through both these strategies, the America’s
War on Poverty: Viewers and Discussion Guide to the
PBS Series was distributed to individuals, organizations,
libraries, media centers, schools and universities to
support other dialogues throughout the country. Lastly, the
technology strategy used communications technology to
support and link these various public forums through the
use of televised electronic meetings and electronic forums
on the Internet, and information sharing via the World
Wide Web (WWW.) The information superhighway not
only provides people with an opportunity to engage in
dialogue, it also serves as an information resource by
providing direct access to print and other materials that
CRPI creates to support public dialogue. For both the
community and national strategies, technology played a
vital role. Apart from providing participants with Internet
and WWW access, CRPI also provided a toll-free
information line.

Through these efforts community-based organizations
created a variety of approaches for opening public
dialogue. In Boston, Massachusetts, for example, The
Boston Foundation’s Persistent Poverty Project supported
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siX community organizations representing the diversity of

Boston’s population (e.g., Chinese, Vietnamese, Haitian,
Portuguese, Spanish, blacks, and Anglos) to hold forums
among their constituencies. In these forums a cross-
section of Boston’s citizens discussed poverty in their
neighborhoods and developed strategies for developing
neighborhood-based response to poverty. In Anchorage,
Alaska, the National Native News of the Alaska Public
Radio Network produced an award-winning radio
program, “Native America’s War on Poverty,” which used
America’s War on Poverty as an opportunity to tell the
story of Native American poverty. The five-part national.
radio program focused on the historical causes of poverty
in native communities and the activism that evolved in the
1960s. The Native American Broadcasting Association
awarded this program with the Best News Reporting for
1994. This national radio call-in program reached more
than 150 tribal and public radio stations from New York
City to the Pine Ridge Indian Reservation in South
Dakota. In Philadelphia, PA, The Philadelphia
Foundation, in partnership with the Scribe Video Center
and WHYY-TV, created an opportunity for six young
people to produce a half-hour film entitled, “Youth in
Action: Agents of Change.” In this film they interviewed
young people on their ideas about poverty and what
should be done about it. The film also highlighted the
importance of the role of youth activists in Philadelphia
and the connection of youth to the history of activism.

As these examples demonstrate, by using the three
strategies of the Public Dialogue Initiative, CRPI has been
able to create a mechanism for supporting the public’s
effort to build a sense of common, shared and
complementary values that can serve to build a more
cohesive public voice in the United States.

‘The Community Technology Study Group

Through PDI, CRPI demonstrated the potential of
technology to provide opportunities for the public to
engage in public dialogue. However, as the link between
technology and democratic participation increases, a
concerted effort needs to be made to ensure that people of
color and the underserved communities are afforded the
knowledge, opportunities and resources necessary to
ascertain their political participation in an increasingly
technological society. In an effort to model one process
for attending to this issue, CRPI invited Boston-based
African-American, Hispanic and Asian-American
community leaders, media professionals, publit officials,
and university professors to learn about and craft a
response to the promises and problems the emerging
information superhighway presents for urban and
minority communities. Referred to as the Community
Technology Study Group (CTSG), these individuals, one
of whom is an elected official, head community-based
organizations such as The Boston Foundation, YWCA,
Inquilinos Boricuas en Accion, and Boys and Girls Club,
and represented media like The Boston Globe and WCVB.
With the assistance of Mitch Kapor, MIT professor and
co-founder of The Electronic Frontier, CTSG members



were provided hands-on experience in navigating the
Internet and 1n using the Internet to support community
work. In addition, members were introduced to the broad
range of policy issues that continue to shape the use of
and access to the information superhighway.

What the CTSG has demonstrated is that, while
Massachusetts is often referred to as the “high tech state,”
the knowledge and resources associated with that title
have not made their way into the day-to-day workings of
minority communities. As a result, the more information
originated on the Internet, the more the minority
community could be left out of access to the information
needed to make informed decisions. In short, the
information superhighway is becoming the new “back
room” of American politics. Since completing its initial
six meetings, the CTSG has continued to meet and craft a
strategy for helping Boston’s minority communities
address this issue. The first step into the process has been
to broaden the group to include key individuals from other
community organizations.

There are many ways that people can participate in the
democratic process. CRPI has started to provide
opportunities for public voice to be created and heard, and
for community leaders to learn about the information
superhighway so they can formulate policy issues that
affect their constituencies. The last project CRPI will be
undertaking, The National Identity Project, marries two
salient ideas of the previous projects.-

The National Identity Project

One of the major issues confronting the viability of our
democratic society is our ability to create an inclusive
national identity. The historical lessons of the American
struggle for identity and the maintenance of democracy
has much to offer as we confront the contemporary issues
of who we are, albeit shifting demographics. Through a
series of conversations within the Greater Boston area,
CRPI will work with various local and national
organizations to explore the relationship between
American identity and the social contract—values and
agreements that serve as the “glue” to bind individuals to
each other, to their communities, and to their country.

At the core of this exploration is the creative use of the
World Wide Web to produce a national mosaic of
American identity that will frame a series of
conversations within the Greater Boston area. These
conversations will be facilitated by CRPI staff. Through
this project CRPI will provide instruction and technical
assistance enabling communities and individuals to create
multimedia profiles of their individual, as well as
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community identity. Each of these individual and
community profiles will be linked clectronically on the
World Wide Web creating a national electronic quilt of
American identity. For instance, the personal home page
created by an African-American woman with her
autobiography, a description of her sense of self, and her
aspirations for her community and the country, may be
linked to an Asian-American man’s home page where he
may talk about his family tree, the problems he and his
family encountered upon arrival to the United States, and
his own assessment of racial diversity in this country.

This electronic quilt, or series of personal identity
profiles, will serve as a living example of our perceptions
of American identity and will provide a tool for teaching
and learning about the diversity inherent in the concept of
American identity. Through the similarities and
differences in these individual and collective histories and
experiences, the electronic quilt will provide an
opportunity for students, teachers, community members
and others using the WWW to develop a sense of
connectedness and belonging. This electronic quilt will
continue to grow as more and more home pages on
identity are created.

As we enter the 21st century, the vast diversity of our
nation and the enormous changes that technology has on
the ways-in which we communicate make the work of

" democracy increasingly complex and difficult. The

challenge for communities of color, the economically
disadvantaged, and people least served by our society is
not to minimize the mess of democracy, but to make
certain they are active players in the process of making
democracy work. Through the Public Dialogue Initiative,
The Community Technology Study Group, The National
Identity Project, and other efforts, CRPI seeks to
demonstrate that diversity and technological innovation
are not challenges to the viability of democracy, but rather
opportunities that can serve to build a more open and
expansive democracy in the United States.

Note

'William Outhwaite and Tom Bottomore. The Blackwell Dictionary of
Twentieth Century Social Thought. (Oxford: Basil Blackwell, 1993).

Ceasar L. McDowell is president of The Civil Rights Project,
Inc. and an assistant professor at the Harvard University
Graduate School of Education.

Marianne S. Castano is program officer at The Civil Rights
Project, Inc. and a doctoral student at the Harvard University
Graduate School of Education’s Human Development and
Psychology program, specializing in technology in education.
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Members of the Board of Trustees, Reverend President, Distinguished
Honorees, Members of the Faculty and Administration, Graduates,
Parents, and Friends. Thank you.

[opening humorous remark]

I'd like to share with you a couple of stories, first about somebody I've
come to know well, who is just a year ahead of you as a college
graduate, and who, like many of you has a degree in computer
science. And second a story about me, and the intersection of our

lives.

The recent graduate's name is Anthony, and I met him through a
scholarship program at University of California at Berkeley founded by
my wife and me which serves under-represented students of color who

get into the school through race-blind admissions.



Anthony is a child of Latino immigrants; neither of his parents had the
opportunity for more than an elementary school education. His dad is
a janitor at a country club. His mom provides in-home childcare.
Anthony hails from one of the worst public high schools in the SF Bay
Area. It was extremely poorly resourced; not only were there no
guidance counselors but there was no expectation its students would
go on to four year colleges. Yet he managed to gain admission to
Berkeley, and did this without affirmative action, which has been
illegal in California since 1996.

In the face of this, and the subsequent precipitous decline in
enroliment of African-Americans and Latinos, we started a program
which not only provides financial aid but also recognizes the vast
differences in degree of preparation and access to resources between
our students and their more privileged peers; we seek to close these
gaps by removing barriers to success. We provide laptops, tutoring
and mentoring, and access to summer internships, which are critical to
being competitive in the job market or in applying to graduate school.
But most importantly, we help create a community of peers with high

aspirations and few role models.

Anthony worked for me as a summer intern at a software startup. He
brought his own carefully packed lunch to work every day. He sent
back the money he saved by not buying lunch to his younger brother,



50 the brother could go to summer school. Why? Not because he
was failing but because his school didn't offer the courses required to
apply to a top tier college. With the prerequisite taken in summer
school, using the money Anthony sent back, his brother did get into
Cal and in fact was accepted into the same scholarship program, the
IDEAL Scholars.

His next summer, Anthony accepted an internship at Microsoft. When
Anthony graduated, he was offered a job by Microsoft doing quality
assurance at a starting salary far greater than his parents' combined
income. Seeking security and a desire to help his family, he would
have taken it, But through our program, he met a successful
entrepreneur who now had launched a Silicon Valley incubator of
startup companies. Anthony could work on developing the latest
generation of web applications, receive stock options and participate in
the success of the startups, and nurture his own entrepreneurial
dream of starting a software company in a few years.

Anthony's talent and ambition have gotten him far, but without a
program that recognizes and removes bias and barriers, he wouldn't
have had access to this other world.

I'm delighted for Anthony. I'm delighted for all of you who have
worked so hard to get where you are. 1 am moved to be honored by
DePaul, which has such a strong commitment to students from first



generation university students and those form disadvantaged
backgrounds, but I'm deeply troubled that so many students with the
potential to succeed still don't get that chance.

Growing up, I didn't face the same barriers that Anthony did, but I had
the opportunity to participate in a program as a high school student
that also built a community of peers, that recognized my talents
instead of excluding me for them, and put me on my path to success I
learned how having the right kind of educational opportunities can

transform a life because they transformed my life.

When I was growing up there was not a lot of respect for kids who
were good in math. This was decades before Bill Gates was a
household name. There was no Internet to reach out over and meet
people like myself, and "Google” was a sound babies made. I was
socially isolated and lonely. Having skipped a grade 1 was much
younger than my classmates and was a target for bullies.

So how did I find my way?

50 years ago the Soviet Union launched the first satellite into space,.
The complacency of the 1950's gave way to shocking realization the
US was falling behind not only in the space race but In preparing its
young people for the world to come.



Through the National Science Foundation, the federal government
played an active role in identifying talented young students at public
schools and offered them access to programs during the summer, on
weekends, and after school to accelerate their development. [ was
fortunate to attend a couple of these programs while in high school.
They made an enormous difference.

They inspired me, gave me my first access to computers, then a rare
privilege, and for the first time let me see myself as part of a group of
other people like me and see myself as having a future in tech.

Within a few years after my college graduation, the first personal
computers appeared. By modern standards, early PC's like the Apple
Il were insignificant in their capabilities, but they inspired a few of us
with the possibility of something truly revolutionary, the idea that
computers could be liberated from their glass-walled enclosures they
were enclosed in, tended by high priests of computing called systems
programmers, and be made into tools for productivity and

communication for ordinary people.

The idea was crazy then, and only a few people like Steve Jobs, Bill
Gates and myself took the idea forward.

Based on the success of its flagship 1-2-3 spreadsheet, Lotus was the
first great explosive growth technology startup.



As I look back, it's clear Lotus' lasting legacy is not its business
success but in the people who worked there. Lotus 1-2-3 was
supplanted by Microsoft Excel, and the company itself acquired by IBM
in the 1990's, but [ still hear from employees how Lotus was the most
important, valuable, and meaningful workplace experience for them,
setting the standard by which all other experiences are compared.

It owes to the fact that when I suddenly found myself as the CEO of
the world's then largest software company, I thought about my own
prior work experience. I always had some problems with authority,
and thought all of my bosses were stupid. At Lotus I saw an
opportunity to create the kind of workplace that even I would want to
be part of.

So, Lotus had values and took values seriously. They included
initiative, respect , teamwork and also a sense of humor.

It integrated those values into day-to-day worklife. For example,

managers bonuses were based in part on how well they exemplified
corporate values.

We had a diversity committee in 1984 with broad representation,
including employees of color, women, and gays and lesbians. We
signed on to the Sullivan Principles, refusing to do business with South



Africa under apartheid; we were the first corporate sponsor of any
AIDS walk; employees were part of our philanthropy committee. Our
culture fostered risk-taking, innovation, respect, and created a safe
way to speak up, ask questions, or let us know about those who
weren't living the values.

I am as proud of creating a progressive workplace culture that inspired
its employees as I am of the business success we achieved.

I ask you to reflect on what you believe in; what do you value? It's
probably not that hard to answer if you take just a few moments to sit
quietly. What will you stand for? Who have you become during your
time at DePaul? Who will you be as you enter the graduate life of our
country and our world?]

As you go forward, I have two simple "do and don't" pieces of advice.

Don't reject an opportunity because the idea seems totally crazy. You
could be passing up the next Lotus or Google.

Do be choosy about your employer.

Find an employer who values employee voices and open
communication-- especially within junior ranks.



Find an employer who is willing to talk about failures openly, what
they learned from it, and how they came back stronger,

Find an employer with employees who look like the outside world... in
age, race, gender, sexual orientation, etc.

As you now leave college, the society that awaits you faces some deep
challenges. Is the USA going to be a country of opportunity for all?
Will people still be able to rise up?

We are at a unique moment where usually competing interests are
aligned: U.S. competitiveness, and indeed the standard of living of all
of us — rests on our ability to stay at the forefront of technology
innovation. Our looming talent shortage could be solved by
developing our own talent at home, all of the kids like Anthony who
have talent but not access, who have drive but come from crumbling
schools that don’t adequately prepare them. This country has a
unigue opportunity to simultaneously solve technology challenges,
keeping the U.S. competitive in innovation, and creating a level
playing field for access to careers in science, technology, engineering
and mathematics, fields collectively known as STEM.

While technical progress, led by US innovation, over the past few
decades has been truly impressive, overall social progress has not.



Consider the following:

The speed of access to online services has increased by a factor on
10,000 in the past 15 years.

Yet over that period median incomes have remained flat.

The amount of storage on a typical personal computer has increased,
not by a factor of ten thousand, but by a factor of one million over the
past 30 years.

At the same time the global rank of American students on
standardized math & science tests has remained mired in the lower
middle.

And between 1983 and 2006, the share of computer science bachelor's
degrees awarded to women dropped from 36 to 21 percent.
(Commission on Professionals in Science & Technology, 2006)

While African Americans, American Indians, and Latinos constitute
30% of the nation's undergraduate students, fewer than 12% of
baccalaureate engineering graduates in this country are
underrepresented minorities. (NACME REPORT)"



So, since the 1970's, we have learned many things, but we have not
learned as a society to match astounding technical progress with
meaningful social progress.

Just imagine what our world could look like if technical progress was
used to drive social progress. You graduates can choose to play key

roles in this transformation.

But what are we to do as a society about the challenges of rising
economic inequality & gaps in educational achievement and global
competitiveness?

First we must recognize a dynamic economy IS sometimes disruptive
and so

new technologies and increased trade can cause some workers to lose
their jobs.

But the remedy is not to hind the adoption of new technology or raise
barriers to trade. These tactics will hurt far more than they will help.

What should OUR priorities be?

First, we have to make sure the basic infrastructure for the digital era
is in place, available, and affordable.



Thus, we DO need to keep the nation's information and communication
highways open and interoperable, and not captive to particular

commercial interests.

We have to make high-speed broadband service, the basic connective
tissue of our society, both ubiquitous and affordable. It is shameful
the USA ranks 17th in world on broadband access.

We must balance intellectual property rights to maximize innovation.
Open source software, the Linux operating system, the Firefox web
browser, and Wikipedia itself would not be possible if the intellectual
property laws were written by the copyright maximalists,

What every economist tells us is that the best way in the long term to
improve opportunity and decrease ineguality is to improve access to
education and create a the kind of workforce which is a leader in

innovation.

If we do these things, we increase the chances that achieving the

American Dream is more reality than fantasy.

If we do not, then we risk creating a permanent two tier society
topped by a small class of the privileged.

As we face these choices, what should YOUR priorities be?



Here in the home state of Democratic nominee for President, may I be
permitted to I borrow from Barack Obama's speech at the Wesleyan
commencement. He said: no one is going to make you perform
community service once you leave school,

If you choose, you can take your degree and focus only on advancing
your own success. Or, you could recognize that your own success is
tied to the success of all and thus choose to work not only for your
own success but to enable the success of others.

For those of us who have been outsiders, there are two paths,

When you haven't had the advantages and know the sting of
unfairness, it can make a person understandably bitter. So you could
say to yourself: after I make it through a very narrow aperture in life
to success, everybody else should have to squeeze through the same
tiny hole I did.

Or you could say: what I went through was unfair, we should live in a
society in which nobody else should have to face those barriers.

For those who have not been outsiders, it is important to recognize
what portion you have earned through your talents and dedication,



and what was an accident of birth. If we focus on expanding the pie
instead of hoarding our piece, better opportunities exist for everyone.

It's your choice.

Remember, for every Anthony who makes it as far as you've made it,
there are so many who do not, who drop out, or get diverted and
never have a chance to show what they can do.

Great contributions often come from unexpected places. Traffic
signals, the software compiler, disposable cell phones, laser surgery to
restore eyesight, and windshield wipers all came from members of
under-represented groups who undoubtedly overcame huge obstacles
to get their ideas heard. Imagine the innovations to come if we truly
leveled the playing field.

We have a rare moment where you as individuals can simultaneously
help yourselves, help others, and help the country by being innovators
inside and outside of companies, and by creating access for more to
follow.

To borrow again from Senator Obama: This is our moment. This is our
time.



Thank you very much, and again, congratulations, Graduates, and best
wishes for your future success.
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Interviewer:

Mitch Kapor:

Mitch Kapor:

Identify yourself. Give me your name and your title.
I'm Mitch Kapor, partner at Kapor Capital.

All right. Can you spell your name for me, please?
Yeah, it's a M-I-T-C-H K-A-P-O-R

All right. So tell me about the report ...

So, we just published a report about our investments for the past eight years,
which have all been in companies that, tech startups that close gaps of access or
opportunity for low income communities or communities of color. And what we
found is that our financial returns to date put us in the top quarter of all venture
funds of comparable size regardless of whether they're impact focused or not.
So why is this a big deal? It's a big deal because conventional thinking is if you're
investing in a way to try to help use technology to solve social problems, you're
necessarily making sacrifices in your financial returns. Conventional wisdom is
you can't do both. Our data for eight years and 102 companies proves the
opposite. You can because we have, and that's why we invite people to look at
the report.

What percentage of your investment in these companies is of your overall
investment. How much did you invest, put your overall money into these kind of
companies?

We've invested, in past eight years, over $S60 million into these companies,
which is a significant portion of everything we've done. It's comparable to the
philanthropic investments we've made over the same period.

When you mentioned these companies, you know their impact, what does that
exactly mean? Or if you can give us examples of what these companies are
doing. Can you name the companies, or if you can, name the companies or what
these companies are doing that have that impact that you think are making
change.

So they ... are using information technology to help solve social problems at
scale. So one company for instance, provides a lower interest alternative to
payday lending and actually graduates people back into the mainstream credit
system. Another company provides in-classroom software for K-12 that
explicitly is designed to serve the world's poorest children, which it does now in
over 30 countries, and 30 million kids, giving them tools for learning to help
them close academic preparation gaps that are culturally relevant to them.

So there are problems in all sectors.... There's a company that does smart,

factory-built modular housing. A lot of people are doing that in Silicon Valley.
The focus of this company though is on affordable housing. Today to build a
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single 300 square foot studio, affordable housing in Berkeley is $700,000.
Nobody does it because it doesn't pencil out. When you have technology and
you can build that unit for $200,000 it's a game changer and you can begin to
foresee building thousands and tens of thousands of such units and really help
ease housing insecurity. So that's what we mean by gap closing.

Why does your company invest in these kinds of companies? Are you looking to
make a difference, looking to diversity, looking to set an example?

Well, I'm a tech entrepreneur. | am a big believer in innovation, which can be
achieved through applying information technology. And when we started 10
years ago, Freada my wife, who is a partner at Kapor Capital said, “Mitch, also
think about how this is being used, what the impact is of these companies that
you're funding. Why not align your investing with your values about what kind
of world you want everybody to be able to live in.” And that seemed risky at
first, but it's turned out to work really well. There's no better feeling than to
help entrepreneurs in their missions to genuinely and measurably reduce
inequality, and make the world a better place. | like to say genius is evenly
distributed by zip code, but opportunity and access are not. We're trying to fix
that.

Is it the job of companies, whether they are start ups or whatever. Their point is
to make money. Should we be relying on those kind of companies to do that?
When their interest in who is going to be investors and [inaudible 00:00:05:28].

So, we think conventional venture capital has it wrong when it's purely
financially oriented, only cares about returns. The fact of the matter is that all
companies, all investments have impact, some positive, some negative, and the
idea that it's okay to make money even though the companies you're investing
in are making the world a worse place. That's a terrible idea. We just haven't
woken up to that yet, but | guarantee our descendants are going to look back at
us if we don't fix it. Some say how barbaric, how uncivilized. So we're trying to
be a positive example of doing it differently to hopefully inspire others to
rethink, to take some risks and to align their investing with their values.

So inspiring is one thing, how do you get them to actually receive ... this
message and say hey, we're going to start ...

Well we're putting this report out very widely and | could see even in two hours
after we put it out on social media, it's sparking and prompting discussion. And |
think the biggest thing investors are... afraid in a way, as | was afraid or skeptical
at the beginning, if | do this, is it really still going to work? And when you can
say, look, this is over a hundred companies over eight years and these results
are more than competitive with anybody. That | think will open people up and
help them overcome their fears and reconsider it, how they go about doing
their investing.
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How much of an input do you feel like you are having with these companies
ultimately.

We have a lot of input into what the companies do. In fact, the way it works is
there are a lot of really great entrepreneurs who in their hearts want to create a
company that is going to close a gap of some kind. They have been counseled
not to talk about that when they go out to raise money. They say you won't get
funded if you talk about anything other than making a jillion dollars. Our deal
flow is really great because when entrepreneurs understand that we welcome
and embrace that kind of alighment around values, about building great
companies that create economic and social value. We wind up getting into deals
that we otherwise wouldn't get into, which is to say, there's demand out there
in the startup world for the kind of investing that we're doing.

Startup is at one point it was well received word in the Silicon Valley, but it's
taking on a different term that kind of like, no, it's like a lot of the problems that
we're facing. Housing, you know, it's kind of like that's dirty word now. Is that
you're trying to change them with this or you're trying to evolve?

Well, | mean there's no question the bloom is off the rose about startups. When
you have a startup that turns into a huge company like Facebook that basically
screws up an entire election and promotes hate mongering. | think criticism is
well deserved and we say a lot of that has resulted from the mindless pursuit of
growth and profit above everything else. And what we're saying is it is possible
to do it differently, not just theoretically, but actually because that is what
we've been doing and our results have been good.

And so we're trying to add a new voice and a new perspective into the
discussion. So it's not just theoretical, "Well yeah, we'd sort of like to be
different in Silicon Valley, but we don't know how." | think in the face of what
what we've been doing and the founders that we work with and the results that
we've had, the excuse of, we don't really think this is going to work. That just
doesn't hold up. And Silicon Valley is supposed to be smart and look at the facts
and the data and make decisions and so we're throwing down the gauntlet.

Okay, I don't know if you have thought about this but it's a topic that comes
up...

These are good questions. Go ask and add in what you want.

Yeah. Uber is going through and there's a strike going on today and the
information there, as mentioned, you're a major investor. What I'm talking
about the cat out of the bag on how much you can control and it started out as
a good idea. It still is a good idea. People sharing their cars riding, you're
blaming a lot of the traffic in the bay area as far as people sleeping in their cars
and things like that. How do you try to reign that in from just capitalism taking
over?
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Another really great question. So, first of all in our results and our numbers, we
are not counting Uber. Why are we not counting Uber? Our Uber Investment
was made prior to 2011 and it was in 2011 when we went all-in on impact.
When we made the Uber investment, we were still figuring this out. Had we
included it, our financial returns would have been utterly astronomical. So we
chose not to do that. We wanted a fair test. All that said, | think for us, Uber has
been extremely instructive. By our current standards, | think we would have
asked more questions and harder questions at the beginning and | don't know
whether we would have invested in Uber or not. What we have done ... So
partly the answer to the question of can you really steer these companies is
when you make your original investment, it's important to have good judgment
that the company is genuinely committed to gap-closing and that the founders
mean it and that the available evidence supports it because if they don't, it's too
easy to get carried away in the wrong direction.

And that said and we put a whole case study in the impact report, specifically
about Uber, the good, the bad and the ugly. We have been persistent advocates
for Uber doing the right thing both internally behind the scenes and externally.
In 2017 we were the first investors to speak up publicly saying this company has
a toxic culture and if it doesn't do things to correct it will be out of business. At
the time the investment community didn't much like what we had to say. Other
people did like it and it turned out to be the right call because ultimately Travis
had to step down and Dara the new CEO whom we know and have worked with
has done a huge amount of work in leading the team to fix many of the cultural
problems and the external problems and he knew what he was getting into.

I don't think the company gets credit for everything they've done and there is
still a huge amount of work to do, especially around drivers and a living wage for
full-time drivers. I'm hopeful that Uber is going to continue to improve and get
there. And it's actually easy to miss focus, to put too much focus on the
problematic side without understanding that nobody really wants to go back to
the world before there were ride hailing services. If you're a person of color in a
major city, particularly a man, your chances of actually being able to hail a taxi
cab on the street and have it stop were approximately zero if you talk to
anybody or if that has been your experience. That is very different now. The
access to transportation, that gap has been closed.

For all of the reports about issues, and there have been issues about safety,
parents put their kids in Ubers. single women late at night, we'll go into Uber or
ride sharing. They never would have done this before ever. So not perfect. Still a
work in progress, but in terms of improvements in transportation infrastructure,
there's just a huge amount.

The number of drivers who are, think of drivers, Uber or Lyft, as a fabulous
second job something that works with being a student or a parent. The schedule
flexibility gives them an income stream that would be impossible to have
otherwise. We have to look at that as well as the issues of what does it mean to
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be driving full time. Are there benefits? Are you getting paid enough? And let
me be very clear. We are continuing to advocate and do whatever we can with
Uber to have them continue to move in the right direction. And the final act
hasn't been written yet. So that's what a good investor does. We've never been
on the board. We're a very small part of their cap table. But when you're
involved in these things, you really try to work with the companies and have
them do the right thing. But the most important thing I'd say that we learned is
when you make that first investment, look carefully at the commitment of the
founders in the business plan, the alignment of the values, and make good
choices there.

Interviewer: One last thing and | don't know [inaudible 00:15:23].

Mitch Kapor: We recycle the money that we make on these startups that do well, into more
gap closing investments and into our philanthropy. So, to the extent there's a
windfall, that's where it's gonna go.

Interviewer: Just since you mentioned that, do you think, in general, investment firms when
they look at things like this, they look at it as philanthropy, and you want them
to look at actually as investing because there could be a return ...

Mitch Kapor: If we're saying anything in this report, what we are saying is, looked at as
financial investments, this portfolio of 102 gap closing impact companies makes
sense. It's not concessionary. It's not philanthropy. It's not, no, we don't really
want to do this, but it's the right thing to do. It makes sense on its own terms.
That's what the data says when you compare our results to others. And that's
why I'll probably get incredibly fatigued making the same point because | think
it's a new message for the world of investment to take in. There is a deeply
imprinted but mistaken belief that if you're going to do things that impact
you're giving up financial returns. Not the case.
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OUR CORE BELIEFS

At Kapor Capital we come to VC with a fundamentally different set of assumptions.

We believe that every business is an impact business of some sort—recognizing that some of
these impacts are positive, some are neutral and some are negative.

We believe that, with some adjustment, many negative-impact technologies can be
transformed into positive impact. Take, for example, an innovative tech-enabled literacy
tool developed and sold a premium price to give children from wealthy families an academic
advantage. This is a gap-widening product that fundamentally expands the education divide
between rich and poor kids. But what if this same product could be sold to a school district to
benefit every student? Same tech. Same profitability. Drastically different impact.

We believe that genius is evenly distributed throughout society, regardless of race, gender
or zip code—but opportunity is not. That means that by perpetuating the mirror-tocracry, we
inadvertently but fundamentally leave talent on the table along with the real opportunities that
stem from that talent.

We believe that the lived experiences of underrepresented entrepreneurs provide a
competitive edge in innovative spaces like tech. Their experiences inform the questions they
ask, the markets they access and—importantly—the problems they identify that give rise to
profitable, tech-driven solutions. These offer not only a competitive advantage for us as investors,
but opportunities to grow successful businesses that tackle deep social problems.

We believe that Silicon Valley’s pernicious myth of “meritocracy” actively exacerbates the
problem of who gets to identify problems and come up with tech-enabled solutions. It tells
underrepresented founders that it's their own fault if their career opportunities are limited, and
let's tech bros off the hook for examining their own privileges and limitations.

We believe in the concept of “distance traveled”—the measure of how far an entrepreneur
has come and the obstacles they overcame on their path to Silicon Valley. This is a far better
predictor of long-term success than proxies like schools attended or funds raised from friends
and families.

We believe that “gap analysis” should be integrated into all aspects of investment practice:
deal sourcing, investment decision-making, and post-close company support. We look to there
being unambiguous commitment to gap-closing in the business models as they are pitched and
in the founders’ commitment to it. Our ongoing support is conditioned on companies and their
founders staying the gap-closing course throughout the evolution of the firm.

Finally—and crucially—we believe that financial returns must not be the only measure of

a company’s success. We want to disrupt the very way that businesses are evaluated; if any
business ledger had to calculate their impacts—good jobs with living wages and benefits created
or lost; pollutants pumped into the local community, air, or water; and shoring up or tearing down
democracy—we'd see a different kind of unicorn company.
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