TOWN OF CROMWELL - TOWN COUNCIL
TOWN HALL COUNCIL CHAMBERS

41 WEST STREET, CROMWELL, CT 06416

AMENDED SPECIAL MEETING MINUTES

Monday, April 15, 2024 - 7:00 p.m.

Present: Mayor James Demetriades, Julia Aurigemma, Brian Bonneau,

Stacy Dabrowski, Jack Henehan, Paula Luna, Al Waters

Also Present: Town Manager Salvatore, Finance Director Sharon DeVoe, Chief of

A.

Police Sifodaskalakis, Public Works Director Lou Spina

CALL TO ORDER
Mayor Demetriades called the meeting to order at 7.04 p.m.

PLEDGE OF ALLEGIANCE
The Council stood to recite the Pledge of Allegiance.

APPROVAL OF AGENDA

MOTION made by B. Bonneau and SECONDED by J. Henehan to move Item L.
Citizen Comments to after ltem E. Presentation of Proclamations.

All in favor.

MOTION made by J. Henehan and SECONDED by A. Waters to approve the
agenda as amended.
All in favor.

COMMISSION CHAIRMAN REPORTS/LIAISON REPORT/STAFF REPORTS

Alan Schumann, liaison, Board of Education was in attendance and reported:

e The Board of Education had a Special Meeting on March 6" and voted (in
collaboration with the Town Council) to pull out $270,000 in large capital
items and move the items to the Town. This reduced the Board of Education
budget from 6.63% to 5.88%

» BOE retained EMG group after obtaining a revised proposal that is split
between the School District and the Town. The BOE approved the portion
which includes student focus groups and consultations plus some
professional development. The Town side will consist of a community lead
forum with the Town's DEI Commission. The BOE supporis this.

e The BOE has hired the Principal for WIS as their Director of Finance. They
are currently working on his replacement as Principal at WIS.

e The District has received complaints regarding to flooding occurring from the
Cromwell High School Property related to a pond that needs maintenance.
The BOE has referred that issue to the Town.
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Councilman Henehan attended the Recreation Commission. They discussed the
condition of the fields in Town. He suggested getting the stakeholders together
such as the Field Committee, Recreation Commission, and Town Staff fo discuss
information regarding where we are as a town relative to our athletic fields. The
meeting will take place on Wednesday. He plans tc have more to report at the
next meeting.

Councilwoman Aurigemma attended the Zoning Commission, they discussed the
Plan of Conservation and Development and the small number of people who
participated in the survey. She reported Zoning Board of Appeals met for 25
minutes and approved two (2) variances.

Councilwoman Dabrowski attended the CMS Building Committee Meeting and
they discussed unexpected fees that were invoiced.

Councilwoman Luna attended the Library Commission Meeting.

Councilman Waters attended the Redevelopment Agency Meeting and the tax
abatement for 76 Berlin Road was discussed.

PRESENTATION OF PROCLAMATIONS
Mayor Demetriades presented proclamations to the Boys and Girls Indoor Track
Teams.

CITIZEN COMMENTS
Mayor Demetriades read the attached letter from Mike Cannata into the record.
See Attachment A.

Jamin De Proto, 50 Hicksville Road read the attached letter into the record.
Please see Attachment B.

MAYOR’S UPDATE

The Mayor provided the following updates:

¢ He attended the Economic Development Commission Meeting. They
discussed beginning highlighting a business of the month, the Town updated
the husinesses listing on the website, they discussed having brochures
arocund town of things to do and businesses and restaurants to visit, etc.

¢ He attended the Recreation Commission meeting. There was discussion
about meeting and regrouping with the Athletic Field Committee to talk about
next steps and plans moving forward for athletic fields in town. The meeting
was scheduled for April 17,

¢ He attended the Ribbon Cutting for Goldfish Swim School. It is an impressive
and stunning facility.

* He attended CCD’s Paint by Number Celebration
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He mentioned that he had some less than positive comments and
conversations on one of his Facebook posts on a community page recently.

He explained that it really showed divisiveness. We need to be practicing

fove and inclusion in the face of adversity. He added that there were many
positive comments also and we were able to get several volunteers to either
apply to be on the LGBTQ Committee or be “friends” of the Committee.

He attended the Friends of the Library Book Drive. They need volunteers.
Their book sale is April 16" and 17ths. May 9% from 1-7, May 10t from 10
a.m. to 5 p.m. and on May 11% from 10 a.m. to 3 p.m.

TOWN MANAGER'’S UPDATE
The Town Manager's report was included in the agenda packet. He provided the
following updates in addition to his report:

He informed the Council that the Town has been experiencing some issues
with emails and we were advised by our IT Consultant to switch to Microsoft
Office 365. Therefore, the Board of Finance approved the $31,780 for the
cost of this. It will eliminate the CNR cost of $23,000 for the new email server
and will eliminate any anticipated future costs that reoccur to upgrade our
Microsoft software.

A meeting is scheduled with CCM, Mr. Keith Chapman, Consultant and the
Fire District to discuss exploring shared services between the Town and Fire
District to save money.

A meeting between members of the Athletic Field Committee, Recreation
Commission, Town Council and Board of Finance with Town Staff will be held
on April 17" to discuss next steps and plans for athletic fields in town.

He reported that he attended a meeting regarding the removal of the traffic
lights on Route 8. He added that they are proposing a roundabout at the end
of Main Street. He informed the Council that he put a request into DOT for a
northbound ramp to be put in there as well.

He made the correction in his report that he attended the Paint by Number
CCD Celebration, not the “Wings” celebration.

A brief discussion took place regarding the Cromwell Middle School and invoices
received that were more money than the Town planned for. Councilman
Bonneau asked if there were trust issues between the Town and the contractor.
The Town Manager explained that there are no trust issues as of right now. He
explained that when there is a question regarding the amount we arebilled for (if
we are billed for something that we considered part of the contract), he, the
Finance Director, and the Town Engineer carefully review each invoice and we
reach out to the Owner's representative to discuss this.

TOWN COUNCIL LIAISON REPORTS
The Council gave their Liaison reports during ltem D.
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FINANCIAL/FINANCE DIRECTOR’S UPDATE

1. Budget Report

Finance Director Sharon DeVoe was in attendance to present her report to the
Council and answer questions.

2. Discussion and possible action regarding proposed tax abatement
extension for 76 Berlin Road

Umesh Vaidya of AVA Realty his Attorney Candace Cunningham were in
attendance to present to the Council their request for an extension to the tax
abatement. Attorney Cunningham referenced the attached document in her
presentation. See Attachment C.

Attorney Cunningham explained that the Town and AVA Realty did not realize
that a 10-year abatement was available at the time this agreement was
negotiated. If they had known that 10 years was allowable by State Statute, they
would have asked for a 10-year abatement.

The Council took a brief recess at 8:23 p.m.
The Council reconvened at 8:35 p.m.

After a brief discussion, the Council took no action on this item.

3. Discussion and possible action to approve a supplemental
appropriation in the amount of $6,250 for a Diversity, Equity, and Inclusion
Consultant and waive the bidding requirement as outlined in the Town’s
Purchasing Policy.

The Town Manager and the Mayor explained that the Board of Education has
hired this company to address these issues in the schools. The Board of
Education carved out this piece of the services for the Town specifically so that
the Town and the Schools can work to address this issue together.

The Diversity, Equity, and Inclusion Committee was in attendance and expressed
their support for this funding. They expressed the need for guidance and
direction to learn how to effectively address these issues when residents bring
them to their Committee. They said just being an ear and feeling heard is
sometimes enough for people who reach out. However, they are trying to spread
the awareness that their Committee exists and are available. The Council asked
several questions and a lengthy discussion was held.

MOTION made by A. Waters and SECONDED by J. Henehan to approve the
supplemental appropriation in the amount of $6,250 for a Diversity, Equity, and
Inclusion Consultant to attempt to get this problem under control.

In favor: J. Demetriades, J. Henehan, P. Luna, A. Waters

Opposed: J. Aurigemma, B. Bonneau, S. Dabrowski
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Motion passed.

MOTION made by P. Luna and SECONDED by A. Waters to waive the bidding
requirement for the Diversity, Equity, and Inclusion Consultant.

In favor: J. Demetriades, J. Henehan, P. Luna, A. Waters

Opposed: J. Aurigemma, B. Bonneau, S. Dabrowski

Motion passed.

4. Discussion and possible action to approve a supplemental
appropriation in the amount of $750 for the Diversity, Equity, and Inclusion
Committee application fee for the Middletown Juneteenth Parade and
Festival

The Town Council skipped this item as the DElI Committee requested to withdraw
their request.

5. Tax Refunds
MOTION made by A. Waters and SECONDED by J. Henehan to approve Tax
Refunds 1-20. All in favor.

CHIEF OF POLICE’S UPDATE

Chief Sifodaskalakis was in attendance to present his report to the Town Council.

In addition fo his report he provided the following information:

e There will be a Swearing-In Ceremony in the Belden Room of the Library on
Monday, April 29% at 11 a.m. for the new police officer. Chief informed the
Council that after this officer, they will be fully staffed.

PUBLIC WORKS DIRECTOR’S UPDATE

Public Works Director Lou Spina was in attendance to present his report. He

added the following update:

« The Public Works Department is in Spring mode. They have been busy
cleaning up after the winter. They are working on getting all the fields and
venues ready for the season.

o Earth Day Clean-up is on Sunday, April 21% and is funded through NIP Fund.
Town staff and volunteers. Anyone interested in participating should call the
Public Works Office.

o Paving scheduled for May 13th:

Industrial Park Road (Rt 372 to bridge)

Nooks Hill (Main Street to Summit)

Filed Road (Nooks Hill to Center Wood)

Oakridge Drive
-  Wexford Lane

Drainage at the High School Pond — Public Works checked on Monday and there

were no blockages. They will monitor a couple times annually moving forward.



Town of Cromwell

Town Council Special Meeting
April 15, 2024

Page 6

Councilman Bonneau questioned work logs that were requested to be filled out
by one employee and only for one department. Director Spina and Town
Manager Salvatore explained that there was a request for an additional seasonal
employee and complaints from the Parks Division that they were four weeks
behind. As a result, the Public Works Director asked that the Parks Division and
the Highway Division complete Work Activity Logs so the Town can see areas
where more manpower is needed, that way help can be requested from other
departments. The Town is looking into implementing this for other division as
well.

UNFINISHED BUSINESS

1. Discussion and possible action of Climate and Culture Study Town
Council Recommendations

Mayor Demetriades explained that the spreadsheet included in the packet is the
Town’s status with implementing the Town Council's recommendation. This
spreadsheet will be added to the agenda packet each time there is an update.

2. Review of Meeting Minutes from February 14, 2024

Councilman Henehan explained that anonymous letter should have never been
allowed to be read into the record. He provided an example from previous years
where this was allowed and did not turn out well. He cited Roberts Rules stating
this this is not the proper way to conduct business. He continued to explain that
people can say anything and throw information about Town employees and there
will be no one to question as they do not include a name. Councilman Henehan
requested that this to be withdrawn from the meeting minutes of February 14t
Councilwoman Dabrowski asked what the appropriate action of the Council
should be when they receive an anonymous letter. Councilman Henehan replied
to respond to the email stating that the letter cannot be read into the record
unless it has their name on it.

MOTION made by J. Henehan and SECONDED by J. Aurigemma to remove
Attachment F from the Meeting Minutes of February 14, 2024,
All in favor.

NEW BUSINESS

1. Update on Video Monitor Policy

Mayor Demetriades explained that he has reached out to a few towns to see if
they had any video camera monitoring policies in place and where their video
camera monitors were located. He did not have any luck receiving replies with
the information he was looking for. After a brief discussion, the Town Manager
suggested that Amanda would reach out to CCM to have them gather policies.

APPROVAL OF MINUTES
1. March 6, Special Meeting Minutes
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March 13, 2024 Special Meeting Minutes
March 13, 2024 Regular Meeting Minutes
March 26, 2024 Public Hearing Minutes

March 26, 2024 Special Meeting Minutes

L ol

MOTION made by J. Henehan and SECONDED by J. Aurigemma to approve
Agenda ltems O. 1-5. All in favor.

APPOINTMENTS/REAPPOINTMENTS/RESIGNATIONS
1. Appointments
a. Sean Condon (U), Senior Services Commission, regular member for a
term expiring 4/1/2026
MOTION made by A. Waters and SECONDED by J. Henehan to approve
[tem P.1.a. All in favor.

b. Rachel Duffy (D), LGBTQ Committee, regular member for a term expiring
4/1/2026

c. Kristine Haswell (R), LGBTQ Committee, regular member for a term
expiring 4/1/2026

d. Jordan Lane (D), LGBTQ Committee, regular member for a term expiring
4/1/2026

e. Cassandra Manning (D), LGBTQ Committee, regular member for a term
expiring 4/1/2026

MOTION made by A. Waters and SECONDED by J. Henehan to approve
Items P. 1. b. - e. All in favor.

INFORMATIONAL ITEMS

1. Memo from HR Executive Assistant Regarding Wellness Initiative and
Employee Recognition Program Update

2. Email from DEEP regarding Cromwell Creek and South Street

Town Manager Salvatore informed the Council that they received information in
their packets regarding both informational ifems. He asked if there were any
guestions regarding the items. There were no questions.

The Town Manager referenced comments that were read into the record at the
last Town Council meeting urging the Town Council to follow the law and called
to their attention the apparent lack of timely internet publication of Town Council
minutes and referenced part of the FOIA which reads, “...Not later than seven
days after the date of the session to which such minutes refer, such minutes shall
be available for public inspection and posted on such public agency’s internet



Town of Cromwell

Town Council Special Meeting
April 15, 2024

Page 8

website, if available...” and “the vote of each member of any public agency upon
any issue before such public agency shall be reduced to writing and made
available for public inspection within forty-eight hours”

The Town Manager pointed out the second part of the sentence regarding
posting minutes on the website (referenced above) reads, “...except that no
public agency of a political subdivision of the staie shall be required to post such
minutes on an Internet web site”. He explained that Cromwell is a political
subdivision of the state, and is therefore not required to post meeting minutes on
the internet website. While we make every effort to be sure the minutes are
posted, it is not a requirement.

The Town Manager also pointed out that his staff member reduces the votes
from each meeting to writing and has them available in the Town Manager’s
office within 48 hours of each Town Council meeting. He informed the Council
that his office spoke with Mr. Russell Blair, FOIA Director of Education and
Communications for the State of Connecticut and he confirmed that having the
votes available, written on an agenda or other document in an office of the Town
within 48 hours of the meeting is sufficient for the requirement of the votes being
reduced to writing and made available for public inspection.

R. ADJOURN
MOTION made by A. Waters and SECONDED by J. Aurigemma to adjourn.
All in favor.

The meeting adjourned at 10:31 p.m.
Respectfully submitted,

Amanda M. Calve
Secretary



Ak achoent #

On Mon, Apr 15, 2024, 1:35 PM cannata-const Cannata <cannata-const@msn.com> wrote:

Good afternoon Mr. Mayor and council....| noticed that citizens comments is after two funding requests
so | respectfully request that this email be read into the record during discussion on those two funding
requests.

1. request for monies to enter the Middletown parade and celebration...

I do not feel that it is appropriate or fair to the Cromwell taxpayers as a group to fund a special interest
group or committee application to marching and participateingin a parade and event, especially in
another town. My feeling is that if any group in town would like to participate, in any celebration in or
outside of town that requires funding, it should be their responsibility to gather donations, etc., to fund
their initiative. If we were talking about education or training that required application fees, etc., for the
duties of boards or commissions, then | fully support that funding, but that is not the case here this is
purely recreational.

2. With regard to hiring a consultant, at over $6000, to tell us of a perceived problem and solution at the
high school that has been very clearly brought to light, it is also my feeling that this funding should not
be approved. We have a superintendent of schools, making a quarter of $1 million a year that I'm sure is
very capable of recognizing and handling problems that come her way. in that same vein of thought, if
our superintendent and surrounding staff is nét capable of handling this problem, then replacements
should possibly be sought , and letters of re5|gnat|on where appropriate should be

requested. Taxpayers should not be saddled with paying consultants thousands of dollars to address
issues that should be handled within cur system at zero cost to the taxpayers.

Thank you for your time and willingness to put my comments on the record.

Michael Cannata 136 Nook Hill Rd. Cromwell

Sent from my iPhone




A Lo chunnd B

Greetings Esteemed Members of Town Council,

Treating people with decency should be something we all learned to do as children. Othering
people because of immutable characteristics is simply wrong. Bullying and stereotyping is wrong
regardless of motivation. The golden rule once sufficed. But hold on, now we have something
even better! Behold: Diversity, equity, and inclusion! These arc words that conjure positive ideas.
It could bring us together, show how we all have far more in common than different, how we all
struggle, suffer, and can conquer challenges. But be warned, ideological subversion is slow and
insidious. DEI can be Orwellian in nature; vileness with a veneer of virtue. It has been used to
teach unsupported doctrines that seek to divide using mopey, race, sex, and reli g;on

DEI experts such as Dante King proclaim that "Whites are psychopaths And their behavior
represents an underlying, biologically transmitied proclivity with roots deep in their evolutionary
history". DEI practitioner Maria Graciela Alcid summarized: “Decolonizing white-supremacy-
culture thinking is the ongoing act of deconstructing, dismantling, disrupting those colonial
ideologies and the superiority of Western thought.” Perfectionism, punctuality, urgency, niceness,
worship of the written word, progress, objectivity, rigor, individualism, capitalism and liberalism
are some of the characteristics in need of elimination. The Smithsonian National Museum of
African American History and Culture recently declared that "objective, rational, linear
thinking," "quantitative emphasis," "hard work before play," and various other values are aspects
and assumptions of whiteness. Does any of this sound unifying? Why would elimination of
practices like objectivity, urgency, or liberty improve anything?

Strangely, while some DEI practitioners promulgate anti-capitalist sentiment, they are very eager
to capitalize on the industry they have created and insist must be part of aill commerce, education,
government, entertainment, and every other comer of life. However some have started
questioning the efficacy of all of this. Corporations such as Disney, Microsoft, Google, and so on
have begun dismantling their DEI apparatus and market-wide DEI hiring has plummeted.

I am left to ask, are we getting the kind of DEI that will bring people together or the DEI of
division, exclusion, and inequity? Is it even effective? Why not use our local resources and non-
profits? Our schools have unprecedented numbers of social workers, psychologists, behavior
analysts, and $15K annually on equity training. Is there any accountability, oversight, or metrics
for "success"? Without knowing exactly what kind of DEI we are buying, it’s scope and mandate,
I cannot support funding this proposal.

Sincerely,

Dr. Jamin DeProto



Here are a few worthwhile facts:

* 049% of Americans approve of interracial marriage (supporting document “A” - “U.S. Approval
of Interracial Marriage at New High of 94%”) :

* Nigerians are among the most successful immi grant groups. (supporting document “B” -
particularly 3rd to last paragraph as to ~why~ they are successful - “Why Nigerian Immigrants
Are One of The Most Successful Ethnic Group in the U.S.”)

* Men live shorter lives, account for most workplace deaths, and white men account for the vast
majority of suicides (supporting documents “C 1 - “Suicide Data and Statistics | Suicide
Prevention | CDC”, “C 2” - “Table 1. Fatal occupational injuries by selected demographic
characteristics, 2018-2022 A0 Results”, “C 3” - “Number of fatal work injuries by race or
ethnic origin™)

* Asians, not whites, have the highest median household income (supporting document “D” -
“median-household-income-race-us” source: https://www statista.com/statistics/ 1086359/
median-household-income-race-us/)

* There are increasingly more whites living in poverty than blacks (supporting document “E” -
“tableA 1_pov_characteristics” source: US Census) ' '

* Blacks are 12% of the population (see supporting document “F” - “improved-race-ethnicity-
measures-reveal-united-states-population-much-more-multiracial-figure-5" source: US Census)

Examples of DEI that are divisive:

* Just last week a Berkeley owned community garden banned white people on Saturdays
(supporting document “G” - “UC Berkeley accused of segregation by allegedly banning whites
from community farm™)

* Some employers feel completely justified and comfortable declaring that they do not hire
whites (supporting document “H” - “Ex-Sweet Baby Inc. Employee And Current EA's ‘Marvel's
Black Panther' Narrative Designer Seen Proudly Bragging That Previous Title 'ValiDate' Had
"No White People” On Dev Team - Bounding Into Comics™)

* Some employers feel completely justified and comfortable with differential treatment of
candidates and staff based on race and sex (supporting document “I 17 - “Federal lawsuit filed
claiming UW-Eau Claire employee was demoted from DEI position because she is white -
WPR”, “12” - “Aviva CEO Amanda Blanc announces that white male new hires must be
personally signed off by herself, as part of the firm’s aims to improve diversity | Fortune
Europe™)

* Grading and punishments scaled according to race and other novel methods (*J 17 - “OPRF to
implement race-based grading system in 2022-23 school year | West Cook News”, “J 2 - “Woke
Kindergarten’s contract in Bay Area school terminated.”)




DOCUMENT A

G z 5 I I UP SEPTEMBER 10, 2021
U S. Approval of Interracial

Marriage at New High of 94%

BY JUSTIN MCCARTHY

STORY HIGHLIGHTS

Approval was at just 4% in 1958, when Gallup first poiled on the question The racial gap in
approval of interracial marriage has nearly closed
Age and regional gaps in approval have also shrunk

WASHINGTON, D.C. -- Ninety-four percent of U.S. adults now approve of marriages between
Black people and White people, up from 87% in the prior reading from 2013. The current figure
marks a new high in Gallup's trend, which spans more than six decades. Just 4% approved when
Gallup first asked the question in 1958.



The latest figure is from a Gallup polf conducted July 6-21. Shifts in the 63-year-old trend
represent one of the largest transformations in public opinion in Gallup's history -- beginning at a
time when interracial marriage was nearly universally opposed and continuing to its nearly
universal approval today.

™~

The U.S. Supreme Court legalized interracial marriage nationwide in the 1967 Loving v. Virginia
case. A year after that decision, Gallup found support for the practice increasing, but still only a
small minority of 20% approved.

Approval of interracial marriage continued to grow in the U.S. in periodic readings Gallup took
over the following decades, finally reaching majority level in 1997, when support jumped from
48% to 64%. Support has increased in subsequent measures, surpassing 70% in 2003, 80% in
2011 and 90% in the current reading. .

White, Non-White Americans Now Similarly Approve of Interracial Marriage

Non-White Americans have been consistently more approving of interracial marriages than
White Americans -- but that gap has narrowed over time and, in the latest reading, has nearly
closed.

Previous measures from 1968 to 2013 found double-digit gaps in approval between White and
Non-White adults. Today, the three percentage points that separate approval among White (93%)
and Non-White adults (96%) is within the poll's margin of error.

Recent growth at the national level has been driven by increasing approval among White -
Americans, as approval among Non-White Americans has beenunchanged over the past decade.

Majorities of non-White aduits since 1968 have approved of interracial marriage. It was not until
1997 that a majority of White adults held that opinion.




Generational Differences in Views on Interracial Marriage Shrink

Younger adults in the U.S. have consistently been more likely than their older peers to approve
of marriages between Black people and White people. But these generational differences have

shrunk, as older adults are now nearly as supportive of interracial marriages as younger adults
are.

But Americans in all age groups today are more supportive of Blac.k—White marriages than adults
in the same age group were in the past, particularly among older adults. In 1991, 27% of U.S.
adults aged 50 and older approved of interracial marriages, compared with 91% today.

Approvai of Interracial Marriage, by Age Greup

1891 2002 2011 2021

% Approve % Approve % Approve % Approve
18-29 64 B85 a7 98
30-49 56 75 N g7
50+ 27 44 78 . 1

Regional Differences in Views on Interracial Marriage Now Gone

In previous decades, Americans living in the East, Midwest and West were generally more
approving of marriages between Black people and White people than those living in the South.



At this point in the trend, however, approval of interracial marriage is nearly universal across all
regions, almost closing the regional gaps that existed in earlier parts of the trend.

Approval of Interracial Marriage, by Region

1991 2002 201 2021

% Approve % Approve % Apgprove % Approve
East 54 67 a0 94
Midwest 50 60 86 93
South 33 59 79 93
West 80 79 91 97
GALLUP
Bottom Line

Americans are now nearly unanimous in their approval of marriages between Black people and
White people. The shifts over time document changes in U.S. social mores as well as differing
attitudes between current and past generations of Americans.

A similar gradual change can be seen in willingness to vote for a Black presidential candidate, a
trend that spans just as much time as Gallup's trend on interracial marriage. While voting for a
Black candidate was unpopular in the 1950s, nearly all Americans say they would be willing to
do so today. Americans' ideas about marriage, too, have changed. Solid majorities now support
same-sex marriage, and larger majorities than in the past view divorce as morally acceptable.

At the same time, Americans have become less likely to say that civil rights for Black Americans
have improved, and they have recently become more likely to say that new civil rights laws are
needed to reduce discrimination against Black people.

Opposition to interracial marriage still exists, but it is quite small, Future measures will indicate
whether 94% is the ceiling for approval, or if there is still room for growth in acceptance.

hitps://news.gallup.com/poll/35463 8/appr0val—interracial—marriage-.new—hi gh.aspx




DOCUMENT B

Why Nigerian Immigrants Are One of The Most
Successful Ethnic Group in the U.S. |

B. Joseph

Kelechi Anyadegwu, Ime Archibong, Makinde Adeagbo, Kunbi Tunyoye, Chike Ukaegbo, Tope
Awotona, Chinedu Echeruo, Ade Olonoh, Morin Oluwole, and Muoyo Okome — 10 Nigerian-
Americans Making Waves in Tech. Image from UrbanGeekz.com

I was on a flight to Nova Scotia on which I met Chiasoka, a Nigerian International student, living
in St. John’s. She was studying nursing, having graduated in engineering.

We began discussing our. parents’, albeit, rigorous but potent parenting methodologies.

Coming from a Caribbean family, education in my family is celebrated at every stride, regardless
how minutia the feat may be. My parents have insisted on being part of every ceremony that
celebrated my scholastic performance, may it be a Dean’s list reception, kindergarten mini-
graduation service or my undergraduate graduation ceremony. And every chance they had to
express my academic attainment to their friends and family, they would do so.

Whereas, for Chiasoka, certain academic achievements were nothing, but expected. Therefore,
they were not worthy to be praised, let alone, noted. So much so that her mother refused to attend
her graduation ceremony. She did not perceive her daughter’s academic accomplishment as an
exploit, despite being among the top 10 percent of her graduating class. It was, in her mother’s




eyes, the bare minimum that was expected from her. “Until I earn a post-graduate degree, I will
have to content myself with a family-less graduation ceremony” she confessed.

For many westerners, such attitude toward one’s accomplishment would be perceived as callous
and sadistic, at best. Yet, for Chiasoka, it is what fueled her, knowing that more is expected as the
sky is far from being the limit. And every time she meets or exceeds an expectation, she would,
with zeal and valor, vied the next echelon.

Though crude, this “high expectation-attitude” that Nigerian parents have toward their children in
everything they undertake is very much conventional in Nigerian households, and part of the
rationale, explaining the success of the-Nigerian-American diaspora.

A’s, and nothing but A’s

Now that I think of it, the Nigerian friends that I made in university, all of them, excepted for
one, was on the Dean’s list. Subsequently, many of them won several awards and accolades for
their academic achievements. They all winded up working for reputable firms or bemg accepted
at competitive post-graduate programs. :

Education is indeed paramount to everything in Nigerian households. So much so that there is
ubiquitous aphorism within the Nigerian community which asserts that the best inheritance that a
parent can give to their children is not jewelry nor any other material things, but it is a good
education.

The best inheritance that a parent can give to their children is not Jewefry nor any other
materials thmgs but it is a good education.

Such regard for higher education helps to explain why Nigerian-Americans are more likely to be
educated than the average American.

tomichoo : e ]

LY

SYQURNDWYOUNTIUMISTIganian when she says "the person that
came first in ycur class, does she have two heads™?’

Indeed, Nigerian-Americans have more post-graduate degrees than any other racial or ethnic
groups. Albeit, they represent a minutia portion of the U.S. population, 37 percent of them hold a
bacheior’s degres and 17 percent a master’s. 29 percent of Nigerian-Americans aged 25 and plus,
have a graduate degree, compared to 11 percent of the US population. Nigerian accounts for less
than | percent of the black population in the United States, yet, they make up nearly 25 percent




of all Black students at Harvard Business School. It comes to no surprise that Nigerian-
Americans’ achievements in the world of education top any other U.S. immigrant groups,
including Asian-Americans. Today, a growing number of Nigerian-Americans are entrepreneurs,
CEOs and founders of tech companies across the U.S. and abroad.

“You must be a Doctor, Lawyer, Engineer, or a Disgrace to the
family...”

Nigerian parents also tend to push their children into profitable but arduous careers such as
medicine, engineering and law. Recently, Harvard University elected the first black woman to be
president of the Harvard Law Review. This black woman happens to be Nigerian, and her name
is Imelme A. Umana. Hence why the median annual income of Nigerian diaspora household,
according to the Migration Policy Institute, is about $ 52,000, slightly higher than the average
$50,000 in the US. They are also more likely to be counted in the higher income brackets as 35%
of Nigerian-American households earn the US $90,000 per year. '

Imelme A, Umana, Nigerian-American, became the first Black woman to be elected as president
of the Harvard Law Review. Image from Face2FaceAfrica.com

“Artistic Nigerian-Americans” is a thing!

Even those who don’t adhere to such career choices, also exhibit high success in their fields and
are expected to do by their elders. For instance, Chimamanda Ngozi Adichie, a Nigerian-



American novelist, Yale graduate, and author of the New York Time Best Selling, Americanak,
was listed in 2015 in Time Magazine as one of “the 100 Most Influential People”. And Tomy
Adeyemi, Nigerian-American, Harvard graduate, became at the age of 24, the youngest
American to have scored a significant book and movie deal, netting in the seven-figures.

And as we speak, Nigerians-Americans, such as Chiweteley Ejiofor and Uzo Aduba, are also
taking Hollywood as part of their new terrain of excellence. Ejiofor played the role of Solomon
Northup in 12 Years a Slave which was nominated as Best Actor by the Academy Awards and
won the best actor in a leading role by the British Academy Film awards in 2014. Image from
RottenTomatoes.com Uzo Aduba, Nigerian-American, who plays the role “Crazy Eyes” from
Orange is the New Black. She won several awards including an Emmy Award for Outstanding
Supporting Actress in a Drama Series and Outstanding Performance by a Female Actor in a
Comedy Series. Image from Biography.com

Sports are okay too in a Nigerian household, but. ..

Apart from the world of arts and engineering, the Nigerian diaspora is now linked among the top
American athletes. What is interesting is that sport for Nigerian patents is secondary, never the
priority as education is. What they look for in sport, is the opportunity to earn scholarships,
which leads to free education. If a Nigerian child happens to make it through a professional
league draft, good. But above all thmgs education is the goal. All things can follow suit.

High expectation tends to lead to higher results according to psychology

Modern-day cognitive psychology supports the notion that expectations can subconsciously and

ubiquitously control children’s lives for better or worse. Dr. Meg Griga and Debra Hart from the

- University of Massachusetts, in their research, revealed that children whose parents and teachers
expected them to attend college were more likely to do so. '

By merely expressing words of encouragement through which expectations are camouflaged can
go a long way. “Someday you will go to such, and such university like your mom did”...or
encouraging said-child to take advance placement class “because it will look good on your-
college application”, they said, “represents subtle — or not so subtle message that permeates the
academic and social experiences of college-bound youth”, Although, as a caveat, Nigerian
parents are far from being subtle in expressing their expectations to their children. Preferably,
they are clear, direct, and sometimes, opposing.
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@_ighbokidi_ Nigerian-American screenshotted a conversation with his Nigerian dad,
demonstrating the importance of higher.education.

Though [ am not from a Nigerian culture, I can attest to the use of “high expectation” as part of
my family ethnology. My dad’s expectations of my brother were high, higher than what my
brother thought of himself being capable of accomplishing.

[ remember when his GPA was barely a 3.7 as a freshman in high school. This GPA is rather
excellent. But my dad was adamant about a 4.0 GPA, so was 1. Though my brother felt he was
not intelligent enough to attain such goal, my dad and I kept on expressing our desire for him to
be accepted at such or so university, by achieving certain grades. Ergo, we pushed him in being
more involved both at school and in our community, taking leadership positions, and ensurmg
that he kept on working hard at school.

By the time my brother graduated from high school, he had achieved a 4.0 GPA, was accepted at
one of the most prestigious universities in Canada and won several scholarships for his
community and academlc achlevements

My father’s expectations were above and beyond what my brother dreamed of , but among other-
things, my father’s expectations for him played a significant role in driving him toward greater
and higher standards.

Our parents, teachers and those close to us have a way of modifying our behaviours. While
positive and high expectations can drive one to tackle the tallest mountains, the lack of
expectations or negative ones may lead one to despair.




Nigerian parents realized that engaging with their children directly by expressing with no fear
and no caveat the expectations that they have for them is a powerful weapon. Such weapon
ensures the professional and academic success of their offspring in America. Through, it may
appear crude as an approach to raise children, it has worked in their favor as well as in my
family.

So perhaps, setting goals for our children at a young age and encouraging them to accomplish
more beyond their perceived abilities, may be one of the many solutions to ensuring their
success.

https://medium.com/@ joecarleton/why-nigerian-immigrants-are-the-most-successful-ethnic-
group-in-the-u-s-23a7ea5a0832
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Suicide Deaths in the United States Overall and By Select Demographic Characteristics,

2021-2022

Overall, the number of deaths by suicide increased 2.6% fram 2021 1o 2022%,
but decreased among American Indian/Alaska Native people and Youth |

: Overall  gups
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Suicide Deaths
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Percent Change
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| |
2021-2022 5

2021 2022 _
Final Provisional Percent
Deaths Deaths Change

Overall 48,183 49,449 2.6
Gender
Male 38,358 39,255 2.3
Female 9,825 10,194 3.8
Race/Ethnicity
Not Hispanic or Latino
American Indian or Alaska Native 692 650 -6.1
Asian | 1,379 1,458 57



Black or African American 3,692 3,825 36

Native Hawaiian or Other Pacific

slander 82 95 | 159
White 36,681 37459 2.1
Multiracial 631 681 79
Hispanic or Latino 4,207 5,120 4.3
Age Group .

10-24 years 7126 6,529 -8.4
25-44 years 16,724 16,843 0.7
A5-64 years 14,668 15,632 6.6
> 65 years 9,652 10,433 8.1

Footnotes:

- -Suicide deaths were identified by using International Classification of Diseases, Tenth Revision
underlying cause-of-death codes U03, X60-X84, and Y 87.0.

-Data for race and Hispanic or Latino (Hispanic) origin should be interpreted with caution;
studies comparing race and Hispanic origin on death certificates and on U.S. Census Bureau
surveys have shown inconsistent reporting. This might lead to underestimates for certain racial
groups. -Relative change was calculated using the following equation: (2022 Provisional count —
2021 count) / 2021 count x 100

-Provisional data are based on death certificate data received, but not yet fully reviewed, by
CDC’s National Center for Health Statistics (NCHS). Provisional data provide an early estimate
of deaths before the release of final data. Complete documentation may be found at https://
wonder.cde.gov/med-icd H0-provisional .htri.

-Data were accessed on CDC WONDER on August 10, 2023 and represent data received as of
August 6, 2023,

https://www.cdc.gov/suicide/suicide-data-statistics himl
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- Table 1. Fatal occupational injuries by selected demographic characteristics, 2018-22

Table 1. Fatal occupational injuries by selected demographic characteristics, 2018-22

o
Characteristic ] 2918 | »1e | 2020 | 2821 2022
- J I I I
I | I I I
I | I | I
Total(1} | 5,258 | 5333 | 4,764 | 5,199 5,486
I
Employee status | } ; I
Wage and salary workers(2) | 4,178 | 4,240 i 3,864 | 4,284 | 4,601
Self-employed(3) Fo1,872 | 1,893 | a0 | 906 | 885
i I I I I
Gender i [ [ [ |
Women I 413 | 431 | 387 | 448 | 445
Men | 4,837 | 4,896 | 4,377 | 4,741 | 5,041
I I I 1 |
Age I | I I i
Under 16 years | 13} 17 | 14 | 7 i 6
16 to 17 years | 9 | 17 | 12| 17 | 13
18 to 19 years | 56 | 50 | 66 | 85 | 77
20 to 24 years | 282 | 325 | 260 | 289 323
25 to 34 years | 946 | 866 | 833 | 882 962
35 to 44 years | 966 | 967 | 898 | 977 1,858
45 to 54 years | 1,114 | 1,882 | 054 | 1,087 | 1,111
55 to 64 years | 1,184 | 1,212 | 1,851 | 1,148 | 1,175
65 years and over ] 759 | 793 | 676 |} 702 | 761
I I I I
Race or ethnic origin{4) | | | |
White (non-Hispanic} | 3,485 | 3,297 | 2,898 | 3,183 3,167
Black or African-American (non-Hispanic}) | 615 | 634 | 541 | 653 | 734
Hispanic or Lating | 961 | 1,e88 | 1,072 | 1,130 | 1,248
American Indian or Alaskan Native {non-Hispanic) | 42 | 30 | 32 | 41 | 35
Asian {non-Hispanic) | 153 | 181 | 150 | 178 | 169
Native Hawaiian or Pacific Islander (non-Hispanic) | 10 | 14 | 8 | 18 | 9
Multiple races (non-Hispanic) i 14 | 22 | 14 | 11 | 16
Other races or not reported (non-Hispanic} | 50 | 67 | 49 | 56 | 108

1 The Census of Fatal Occupational Injuries (CFOI) has published data on fatal occupational injuries for
the United States since 1992. During this time, the classification systems and definitions of many data

elements have changed.

occupational-injuries—definitions.htm) for a more detailed description of each data element.
2 May include volunteers and workers receiving other types of compensation. Cases where employment status
is unknown are included in the counts of wage and salary workers.
3 Includes self-employed workers, owners of unincorporated businesses and farms, paid and unpaid family
workers, and may include some owners of incorporated businesses or members of partnerships.
4 Persons identified as Hispanic or Latino may be of any race. The race categories shown exclude data for
Hispanics and Latinos. Cases where ethnicity is unknown are included in counts of non-Hispanic workers.

See the CFOI Definitions page (www.bls.gov/iif/definitions/census-of-fatal-

Note: Data for all years are revised and final. Totals for major tategories may include subcategories not
shown separately. Dashes indicate no data reported or data that do not meet publication criteria. N.e.c.
means "not elsewhere classified." CFOI fatal injury counts exclude illness-related deaths unless
precipitated by an injury event.

Source: Y.5. Department of Labor, Bureau o

District of Columbia, and federal agencies, Census of Fatal Occupational Injuries

https:/fwww.bls.govinews.release/cfoi.t01.htm

f Labor Statistics, in cooperation with state, New York City,
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‘Number of fatal work injuries by race or ethnic origin
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Hover over chart to view data. Click legend items to change data display.

Source: U.S. Bureau of Labor Statistics.

4/9(24, 6:37 PM

& Total
White (non-Hispanic)
Black or African-American {non-
Hispanic)
#88 Hispanic or Latino
@8 American Indian or Alaskan
Native {non-Hispanic)
] Asian (non-Hispanic)
% Native Hawaiian or Pacific
Islander (non-Hispanic)
BER Multiple races (non-Hispanic)
Other races or not reporied (non-
Hispanic}

https:/fwww.his.gov/charts/census-of-fatal-occupational-injuries/number-of-fatal-work-injuries-by-race-or-athnic-origin.htm

[
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=gm All races o o White, non-Hispanic
Black == Hispanic (any race)
== Asian =2= American Indian and Alaska Native

Source: U.S. Bureau of Labor Statistics.
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Table A-1. .

People in Poverty by Selected Characteristics: 2021 and 2022 Source: U.S. Census Bureau, Currant Population Survey, 2022 and 2023 Annual Sociat and Economic Supplements (CPS ASEC).
{Population in thousands. Margin of emor in thousands or p tage points as i ion as of March of the following year. (nformatlon on confident/ality [ i ing error, nc eror, and definiions is
avgilable at <https:/fwww2.census.gov/progl yafcps/techd psmar23.pdf>}

PEGPLE

Total 428,200 é?.em 908 118 3 330,100 7920 1,000 1ns L] -10 -0t
Race” and Mispanic Origin
Whits 248900 24,920, 856 100 03 248,800 8,050 783 105 03 1128 08
White, not Hispanic 184,300 #5810 528 8] a3 193,300 15680 812 BB 03 8a1 ‘0.5
Black 43,980 /863 478 198, 11 24,520 1626 382 174 08 - 857 ~24
Asian 20880 1922 183 93 LT} 21550 1866 n 86 ] -56 07
American [nn and Alesia Nalive 4209 o8 %1 3 2 ases - o5 1 %0 35 3 o7
Twa e MoreRaces - 9,168 1,298 176 ' ouz 18 D74 1180 144 122 14 -118 20
Hispanic (any race} 52480 10,690 46 7.1 0B 63,800 10,780 291 169 a8 8 02
Sox :
Male 161,800 17,020 478 105 03 163.100 7,100 513 105 03 ;5] z i
Famala 186400 810 512 126 03 167.000 0820 80 125 04 E:2 -0 H
Age :
Under 18years T2H40 150 44 153 06 71,850 10760 433 150 6 -365 -03 :
161064 years 189,100 20,950 516 105 03 200,200 .40 a24 106 .03 0 o1 \
65 years and cider 58,100 5,802 2% 103 04 57,880 5897 258 102 a4 ] -0 :
Natlvity
Natlve-barn R 284,400 31,080 820 1.0 03 281,300 31.000 288 19 03 -68 z ‘
Foreign-born 48810 6,850 34 us 07 48740 BS28 3n 142 o7 ] -04 i
Nghralized citizen 22870 2428 84 108 08 23520 2357 162 a4 oy -2 12
Notacitizen 23,930 a4z 288 88 14 2,810 agM 214 188 LR 8 04 ;
Ragion ’ H
Noriheast 58,070 5,684 40 101 08 310 5,083 410 1na oF 419 o7 i
Midwest £8,000 7.3 382 104 08 67230 6648 2 X ] 05 -%5 08 ’
Soulh 126200 15630 657 132 05 128,000 16,830 544 13z 05 184 z
West 780 8502 M 110 04 e 8364 42 03 05 28 03
Resigance’
Ingide metropolitan statistical areas 285,800 3,510 842 "0 3 266,700 M0 851 1.0 03 -158 01
Irsida principal cities 104,600 14,960 652 143 5 103,500 14,620 6863 141 06 -7 -0.2
Quiside principal cides 181,200 18610 ™ 82 04 102,800 16,790 T8 92 04 178 z
Outside metropolilan stalistcal areas 42,400 6,367 511 154 o8 43,10 6516 =l 150 09 18 z
Work Experlence
Total, 18 ta 84 years old 199,100 - 20980 516 10.8 o3 200,200 2,240 24 106 03 0 o1
All workers 153,000 7188 266 a7 0z 155,100 7401 307 4.8 02 212 ot
Worked full-ime, year-round 10,700 2045 129 18 0.1 114,500 2192 14 i9 01 148 o1 :
Less than full-ime, year-round 42,350 5144 210 e a5 40,580 5209 241 128 05 65 07
Did ot work 45,080 13,720 3 00 1k 45,150 13,840 472 n7 03 47 oy
Disahility Status? .
Talzl, 18 ko B4 years old 189,100 20830 516 05 03 200,200 21240 624 106 0.3 260 0.1
With adisabllity 16,040 3,953 206 49 11 15660 3801 25 %0 1 7] -08 :
Wilth no disabilty 182,100 16820 ] L 03 "183500 17370 543 95 03 448 02 !
Educational Attainment
Talal, 25 yesrs ofd and older 296,300 22,630 654 W00 02 227,700 22,480 &15 a9 (X3 ~185 -0.1
No high school dliploma 19,930 5,417 232 %2 10 14530 4929 258 252 11 488 19
High schoot, no callage 84470 2518 207 132 05 84,110 8510 359 133 o5 1 0 i
Some callege 55660 5209 237 22 04 56,720 5286 266 93 o4 57 (] :
Bachelar's dagree or higher 85,220 3487 198 41 02 87,310 3,242 86 43 02 275 02 :
* An aslerisk peeceding an esfi changels dfferent from zero at the B0 percent confidence level.
Z Rounds tozero. -
l.l\marg‘no!errur {MOE] is a mensure of an esfimate’s variability. The larger the MOE inrefation to tha size of the estmate, the less rellable the estimate. This mumber, when added to and subty actzd from Lhe estmale, forms the 9 percer intervel. MCEs inthis table |
are based on standsrd errors calcuiated using replicale weights. :
* Faderal surveys give resp i reporling than ona race. Tharelore, bwo basic ways of delining a race group are possible. A group, such as Asian, maybiidzﬁmdasm:sswm reported Asian end no alher race [the race-dona of single-race concepl} or as those whe

raported Asian regardiess of whether they alsa reparted ancther race {Ihe race-aone-or-in-combination concept). This Lable shows estimates for the race-alone poputalion and the Two o Hore Races popdation. The primary use of the single-race population does nct imply that It is the
preferred method of presenting or andlyzing data. The Census Bureay presents data on race in g varisly ol ways. Eslimales for Nativa Hawallans and Other Pacifie Islanders are not shavmsepacstsly due o sample size.

> Information on metropolitan stalistical aress ard principal cities is avallabs al <wuw censis y himlz.

“ The sum of those with and without a disability doss not equal the tofal because diability status is notdefined for indivicuals in the LS. armed forces,

Nole: Details may nol sum tototals because of rounding. Estimates may differ from pravieus putiications dus to sdditional rounding implemented to protactrespondent privacy.

Soyrca; LS. Cansus Bureau, Current Population Survey, 2022 and 2023 Annial Secial and Econamic Supplements (CPS ASEC).
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Figure 5.
Percentage Distribution of Race and Hispanic Origin by Age Group:
2010 and 2020

2010 Census  §8 2020 Census

Percent of population under 18 years R Percent of population 18 years and over
ace
65.3 ‘ 74.7
t
530 | o White alone . | 4.1
146 . Black or African 21120
12.9 American alone m 12.0
1.2 Anrmerican Indian and 09
1.4 3 Alaska Native alone i 1.1
4 Asian alone 43
ss @ B o1
0.2 Native Hawaiian and Other .2
0.3} PacificIslander alone | 0.2

8.7 .. Some Other Race
10.9 E alone

15.1 BB Twa or More Races E "

Hispanie or Latino Origin

Hispanic or Latino

76.9
74.3

- 85.8

Not Hispanic or :
83.2

Latine

Note: Data users should use caution when comparing 2010 Census and 2020 Census race data because of
improvements to the question design, data processing, and coding procedures for the 2020 Census.
Information on confidentiality protection, nonsampling error, and definitions is available at
<hitps://www2.census.gov/programs-surveys/decennial /2020/fechnical-documentation/compiete- tech docs
Jsummary-file/>.

Source: U.5. Census Bureau, 2010 Census Redistricting Data (Public Lew 94-171) Summary File; 2020 Census
Redistricting Data (Public Law 94-171) Summary File.
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UC Berkeley accused of segregation by allegedly banning
whites from community farm

31 March 2024

Lot 0 . K . e

A federal civil rights discrimination complaint has been filed against the U. of Califomia at Ber_kel"ey for
allegedly excluding whites and others who are not "Black, Indigenous, and People of Color" from a -
community farm it runs. -

The University of California at Berkeley is under fire for allegedly banning white residents from
using a community farm on Saturdays in a move one critic slammed as “systemic racism.”

The university told The Post it is investigating claims that the “Gill Tract Community Farm” in
nearby Albany offered its space on Saturday exclusively to “Black, Indigenous, and People of
Color,” after a complaint with the US Department of Education by the Mountain States Legal
Foundation. :

“UC-Berkeley thinks that racial segregation is progressive now,but it’s no different than
segregation of the past,” said William Trachman, general counse! for the group. “Preventing
Caucasians from accessing Berkeley’s College of Natural Resources Farm on Saturdays is a clear



violation of Title VI, which bars educational institutions from engaging in or allowing race
discrimination,” added Trachman, a UC-Berkeley alumnus himself.

He said the feds should open a sweepmg audit of every UC-Berkeley program to ferret out what
he claimed was “systemic racism.

Launched in 2013, the farm is a partnership between UC-Berkeley and the surrounding
neighborhoods. Students and faculty conduct urban farming research and grow crops to prepare
healthy meals as part of the “food justice” movement, according to the farm’s website.

The complaint includes an email from a farm program manager telling someone, “Saturdays are
exclusively BIPOC. Exceptions have only been made for events that are BIPOC-centered and
with plenty of advance notice and planning.”

“I trust you stand in solidarity with upholding boundaries around that safe and sacred space,” the
farm manager said.

AUC- Berkeley rep said it had not be aware of the discrimination complamt untll contacted by
The Post, which provided a copy of it.

“The anonymous texts attached to the complaint have no specific information about time or
place. And, as you can see, the Gill Tract’s website and calendar make no mention whatsoever of
any program or activity of the sort descrlbed in the complaint,” said UC-Berkeley spokesman
Dan Mogulof

“Having said that, the university takes complaints like this extremely seriously and I can assure
you that on Monday I will contact the appropriate people on campus in an effort to determine
what the facts are,” he said.

The challenge to alleged UC-Berkeley’s segregated farming practice comes after the US
Supreme Court ruled last June that colleges’ race-conscious or “affirmative action” admissions
policies were had to be scrapped.

More college race-conscious and “diversity, equity and inclusion” programs created to advance
opportunities for black students and other minorities have come under legal scrutiny, amid
complaints they amount to reverse discrimination.

Last week, a federal discrimination complaint was filed againsta Minnesota college scholarship
named after George Floyd that is only available to black students.

The complainant in that case, the of the Legal Insurrection Foundation, has also filed claims of
discrimination against other race-based exclusionary or preference. programs, including against
the SUNY Buffalo Law School and Medical School.

https:/fuk style.yahoo.com/uc-berkeley-accused-segregation-alle...yq1 gvR05qUklytsxGxm3gim3E-
ToTXqEDs_06r30GZP4xmDGGbre]LZGPCCIvE0O
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Ex-Sweet Baby Inc. Employee And Current EA’s
‘Marvel’s Black Panther’ Narrative Designer Seen
Proudly Bragging That Previous Title ‘ValiDate’ Had “No
White People” On DevIeam

Spencer Bacult Mar 12,2024

Cliffhanger Games' Dani Lalonders recounts her time working on Validate: Struggling Singles in Your
Area during the Game Devs of Color Expo 2021

Remember, kids: Blatant and open discrimination based on skin color is a- okay so long as you
do it under the auspices of ‘being progressive’.

“ValiDate presents a smorgasbord of relationships to bear witness to,” reads the game’s official
synopsis, “but the dating scene is difficult even when you aren’t marginalized in six different
ways, so happiness continues to fly just out of reach for these unlucky lovers.” Given the game’s
subject matter, it may come as no surprise to learn that it’s 21-member dev team apparently
featured zero white individuals. However, what is eye-brow raising is the fact that this was not a
merit- based-hiring coincidence nor the result of white individuals choosing not to apply for the
dev team, but rather Lalonders’ specific instruction to not hire them at all.

Speaking in reflection of Validate's development while hosting a talk titled “One Year in the
Industry” at the 2021 Game Devs of Color Expo, Lalonders admitted that the visual novel “has a
team of mostly — all — people of color. We have no white people on our team., 1 did that because |




wanted to create a safe environment and I know the best way for an environment to be safe is to
be around people who are just like me.”

“And I'm not saying that white people in the industry are creating unsafe environments,” she
continued. “I'm not saying that, that’s not what I’m saying. I’m saying that sometimes it is hard
to work with white people because they think that something may be okay, but it was really a
microaggression, and no one wants to deal with that when they’re trying to make a game that
they love.”

Of course, this is not to say that LaLonders has since changed her blatantly racist opinions. In
response to the the ongoing discourse surrounding Sweet Baby Inc. — who she previously worked
for between 2022-2023 — the dev asserted towards the consultation company’s critics, “I just
stopped taking y’all seriousty when y’all start running around saying white people can
experience racism because I did not suffer through 2020 for y’all to act like you weren’t an #ally
to#BLM4yearslater”. '

As noted above, Lalonders is currently employed as an Associate Narrative Designer for
Cliffhanger Games, the same dev studio currently hard at work on EA’s Marvel's Black Panther
title. To this end, given that the game is still in early development, just how much of a hand
Lalonders will have in its overall narrative remains to be seen.

hitps://boundingintocomics.com/2024/03/12/ex-sweet-baby-inc-employee...gging-that-previous-title-validate-had-no-white-
people-on-dey-team/
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Federal lawsuit filed claiming UW- Eau Claire employee
was demoted from DEI position because she is white

Rochelle Hoffman alleges chancellor and UW Board of Regents

- subjected her to racially hostile and abusive work environment'

Rich Kremer December 18,2023

An employee of the University of Wisconsin-Eau Claire has filed a federal lawsuit.claiming she
faced racial discrimination and was demoted from a diversity, equity and inclusion leadership
position because she is white.

The suit follows earlier complaints the woman made with the university and the state alleging
she was facing discrimination on the job. Rochelle Hoffman, now UW-Eau Claire’s senior
academic advising coordinator, alleges she faced intense opposition for months in 2022 after
being named interim director of the campus’s Multicultural Student Services office.

The Universities of Wisconsin Board of Regents, UW-Eau Claire Chancellor Jim Schmidt, and
Assistant Chancellor for Equity, Diversity, and Inclusion Teresa O’Halloran are named in the
federal suit.

“Despite Hoffman’s exceptional qualifications, however, students, faculty and staff opposed her
appointment to Interim Director of MSS solely because she was white,” the suit claims. “It was -
exclusively Hoffman’s identity as white that was the issue; criticism was about her race and
color, not her qualiﬁcations.”

The lawsuit states that Hoffman worked for the campus’s Blugold Beginnings office for six years
before the promotion. The office served students described as underrepresented, low-income and
first-generation college students. After the promotion, the suit alleges the school’s former Vice
Chancellor for Equity, Diversity and Inclusion and Student Affairs Olga Diaz was told by
students that they didn’t want a white woman overseeing spaces intended to serve students of
color. ‘

“The affinity model that had been in use at the University of Wisconsin-Eau Claire was premised
on the idea that for a student to be well served, they needed to be assigned a coordinator of the
same ethnic background and that a white person could not adequately support a student of color,”
the lawsuit claims.

Hoffman’s suit claims comments and concerns from some faculty about the “optics” of a white
woman replacing former DEI leaders who were Asian and Black created a hostile work
environment that led to Hoffman being told she had to move into her current role. It also alleges
she was stripped from a teaching role and faced retaliation after filing a complaint with the
university.




Hoffman referred a WPR request for comment to her attorneys with Fox and Fox S.C. in
Monona. They were unavailable for comment Friday. A spokesperson for UW-Eau Claire told
WPR Schmidt and O’Halloran were unavailable as well and said the university would not
comment on pending litigation. A spokesperson for the Universities of Wisconsin administration
office did not respond to a request for comment.

This isn’t Hoffman’s first complaint alleging racial discrimination at UW-Eau Claire. In
November 2022, she filed a complaint with the State of Wisconsin Equal Rights Division within
the Department of Workforce Development after third-party investigators with the UW System
disagreed with her claims. '

Investigators said Hoffman'’s claim of being demoted from her interim position was unfounded.
They said “Diaz never initiated nor requested” her title change to interim director of
Multicultural Student Services through campus human resources, “which would have needed
additional approvals beyond Diaz to take place.”

Investigators also claimed none of Hoffman’s examples of student and faculty opposition to her
appointment “provide evidence of a pattern of discrimination.” '

Hoffman also pleaded her case to State Senator Patrick Testin, R-Stevens Point, according to an
email obtained through a WPR open records request regarding DEI funding and the state’s
universities. Hoffman told Testin she’s not happy the situation happened to her, but wrote, “I
think it is important for good educators to bring light to some of the blatant actions of racial
discrimination against white folks that are happening at UW Universities — and contributing to
the current hostile environment around the UW System.”

“This experience dragged out over 10 months and irrevocably damaged my career,” Hoffman

_ wrote. “On a regular basis there are great educators that are told they shouldn’t occupy
multicultural space, to check their white privilege, passed over for jobs for an outside candidate
of color, and reminded they are ‘inherently racist’ because they are white.”

She ended by telling the senator the “UW System is on a concerning trajectory that needs to be
corrected.”

Hoffman’s correspondence was forwarded to Assembly Speaker Robin Vos, R-Rochester, in
May. The next month, Vos told attendees of the Republican Party of Wisconsin’s state convention
that DEI stands for “division, exclusion and indoctrination” and that it’s “the single most
important issue that we are facing as a people, as a nation, and really, humanity.”

In September, Vos announced he would block pre-approved raises for around 34,000 UW
employees until administrators eliminate DEI programs and staff. The speaker followed through
on Oct. 17 when the Legislature’s Joint Committee on Employee Relations, which Vos co-chairs,
approved raises for some state employees but refused to take up those for UW workers.

Vos’ blockade of raises that were included in the state budget passed by Republican and
Democratic lawmakers in June ultimately led to the UW Board of Regents accepting an ofier




from the speaker to place new limits on DEI staff positions and programs in exchange for $800
millien in state funds for UW raises and campus building projects.

Editor’s note: WPR staff are employees of UW-Madison.

Wisconsin Public Radio, © Copyright 2024, Board of Regents of the University of Wisconsin
System and Wisconsin Educational Communications Board.

Source: https://www.wpr.org/education/federal-lawsuit-uw-eau-claire-demoted-dei-position-
white




DOCUMENT I-2

Aviva CEO Amanda Blanc announces that white male
new hires must be personally signed off by herself, as part
of the firm’s aims to improve diversity | Fortune Europe

As businesses push forward on hitting diversity goals, a major insurance company in the UK. is
telling its 22,000 strong workforce that senior white male new hires must be personally approved
by none other than the CEO.

Aviva’s boss Amanda Blanc said the policy forms part of the company s efforts to stamp out
sexism in the financial services industry.

Speaking at the Sexism in the City inquiry, Blanc, who became the blue-chip company’s first
female chief executive in 2020, told a parliamentary committee that there was “no non-diverse
hire at Aviva without it being signed off by me and the chief people officer.”

“Not because I don’t trust my team but [because] I want to make sure that the process followed
for that recruitment has been diverse, has been properly done, and is not just a phone cail to a
mate saying, ‘Would you like a job? Pop up and we’ll fix it up for you,”” she said according to
multiple outlets. :

It is understood that Blanc’s comments apply only to senior hires at Aviva, who make up around
5% of the firm’s overall roles. Currently, 60% of the group are men.

“The scope of the charter is to get more women into senior management oles,” Blanc explained
the reasoning for the measure. “My belief is if you have more women in senior management
roles, this behavior will go away.”

“We will always hire the best person for the job and ensure that Aviva has a diverse workforce
that reflects the customers we serve,” an Aviva spokesperson told Fortune.

Sexism in the City

Blanc was speaking at a hearing into whether sexism in the City (the British equivalent of Wall
Street) had improved since 2018, when the last investigation was launched in the aftermath of an
influx of sexual misconduct accusations.

For example, the nearly 350-year-old insurance market, Lloyd’s of London— where women
were allowed onto its floor only from 1973 onward — was forced into making changes in early
2019, when a report revealed that many women endured a toxic culture of harassment.

But despite an increased push to kill misogyny in the workplace, the situation still appears to be
dire. Blanc told MPs on the Treasury Select Committee that harassment in financial services is
stitl worse than in any other industry.




The 56-year-old Aviva chief revealed that women had written to her ahead of the hearing and
described their “absolutely appalling” experiences of harassment, including unwanted sexual
advances, being followed into hotel rooms, and being told their pregnancies were “inconvenient”
by their employer.

“Every individual firm has to be accountable for any allegations such as this,” Blanc told elected
government officials. “And the women in the firm have to know that there is a process for '
speaking up; that that process will be acted on; that everything will be investigated; and that the

person who did the bad leaves the organization, not the women.

“And we have had experiences like that at Aviva, where the woman has stayed and the man has
gone,” she added.

Member of Parliament Dame Angela Eagle echoed that she had been shocked by the hearing’s
evidence, which included examples of sexual assault and bullying, and anecdotes involving a
“series of well-known bad apples that nobody ever does anything about.”

MPs added that they were “alarmed” by the accounts which, overall, suggested there had been
“no improvement whatsoever” over the past 20 years.

Blanc, the “Champion” of a government Women in Finance Charter initiative that pushes for
equal gender representation in finance, said that the percentage of woman who faced verbal and
physical abuse in finance firms surveyed last year was 10 percentage points higher than in other
industries.

Just last year, Blanc herself faced sexist abuse at the FTSE 100 company’s annual general
meeting, when an investor said she was “not the man for the job” and another asked whether she
should be “wearing trousers.”

“Perpetrators of predatory behavior needed to leave the business,” she concluded.

But the policy has angered some men

“Quotas are outrageous; they’re discrimination,” British politician Jacob Rees-Mogg said on the
broadcast channel G& Newy in the aftermath of Aviva’s policy news. “We cannot manufacture
equal outcomes via tokenism, but rather achieve true equality by treating people as individuals.
Aviva and its chief executive Amanda Blanc ought to know this.”

Rees-Mogg then advised white male consumers to stop buying Aviva’s products: “If you're a
white male and you’ve got an insurance with Aviva, they don’t like you, they don’t want you.
The chief executive doesn’t approve of you, so why buy your insurance product from a company
that is hostile?”

“This is extreme wokery,” one City bank chief told the Telegrush. “It is ridiculous,” another
veteran investment boss agreed. “White is a broad reference. There’s social background {which
should also be considered].”




While Blanc’s policy may have been interpreted by some as hostility toward white men, nearly
60% of Aviva’s senior appointments in the last year have been male.

Still, many men fear that they are facing a glass ceiling— whether or not that’s the reality.
Research has shown that the mere mention of pro-diversity values is enough to instill career
concerns among white male job seekers.

One study, conducted by the University of California and the University of Washmgton
concluded that “members: of high-status groups may perceive pro-diversity messages from
organizations as threatenmg to their group’s status,” adding that “young white men 1nterv1ew1ng
for apro- dlver31ty company displayed a cardiovascular profile charactenstlc of threat.”

The findings concluded that although well-meaning, d1vers1ty pohcnes can backﬂre and create a
resentful and dlv:ded workforce : :

‘Source: https:/!fortun_t': ._comf euxopel 2023/12/15/aviva-insurance-ceo-
amanda-'...m&xid;s."ob,_.sociﬁlﬂogv__twitter_FORTUNE&utm__campai gn=fortunemagazine
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OPRF to implement race-based grading system in
2022-23 school year

LGIS News Service

Oak Park and River Forest High School administrators will require teachers next school year to
adjust their classroom grading scales to account for the skin color or ethnicity of its students.

School board members discussed the plan called “Transformative Education Professional
Development & Grading” at a meeting on May 26, presented by Assistant Superintendent for
Student Learning Laurie Fiorenza.

In an effort to equalize test scores among racial groups, OPRF will order its teachers to exclude
from their grading assessments variables it says disproportionally hurt the grades of black
students. They can no longer be docked for missing class, misbehaving in school or failing to
turn in their assignments, according to the plan.

“Traditional grading practices perpetuate inequities and intensify the opportunity gap,” reads a
slide in the PowerPoint deck outlining its rationale and goals.

It calls for what OPRF leaders describe as “competency-based grading, eliminating zeros from
the grade book...encouraging and rewarding growth over time.”

Teachers are being instructed how to measure student “growth” while keeping the school leaders’

political ideology in mind.



“Teachers and administrators at OPRFHS will continue the process necessary to make grading
improvements that reflect our core beliefs,” the plan states, promising to “consistently integrate
equitable assessment and grading practices into all academic and elective courses” by fall 2023.

According to the filinois State Board of Education, 38 percent of OPRF sophomore students
taking the Scholastic Aptitude Test (SAT) failed.

The OPRF failure rate was 77 percent for black students, 49 percent for Hispanics, 27 percent for
Asians and 25 percent for whites.

"Signal and reinforce districts’ DELJ values™

Advocates for so-called "equity based" grading practices, which seek to raise the grade point
averages of black students and lower scores of higher- achieving Asian, white and Hispanic ones,
say new grading criteria are necessary to further school districts' mission of DELJ, or "Diversity,
Equity, Inclusion and Justice."

"By training teachers to remove the non-academic factors from their grading practices and
recognize when personal biases manifest, districts can proactively signal a clear commitment
toward DELJ," said Margaret Sullivan, associate director at the Education Advisory Board, which
sells consulting services to colleges and universities.

Sullivan calls grading based on traditional classroom testing and homework performance
“outdated practices” and foster "unconscious biases."

"Teachers may unintentionally let non-academic factors— like student behavior or whether a
student showed up to virtual class—interfere with their final evaluation of students.," she said.
“Traditional student grades include non-academic criteria that do not reflect student learning
gains—including participation and on-time homework submission."

School districts across the U.S. are "experimenting with getting rid of zero- to-100 point scales
and other strategies to keep missed assignments from dramatically bringing down overall
grades," according to a March Associated Press report. "Others are allowing students to retake
tests and turn work in late. Also coming under scrutiny are extra-credit assignments than can
favor students with more advantages."

The report interviewed science teacher Brad Beadell of Santa Clara, Calif., who said he has
"stopped giving zeros and deducting points for late work" as well as allowing students ' "unlimited
retakes for quizzes and tests."

Fiorenza called for a switch 1o race-based grading last August.after issuing a report chronicling a
spike in "F" grades by OPRF students in the 2020-21 school year.

"OPRF’s administration will adopt language that makes and keeps the system visible and
continues to name racism as a complex interconnected structure " she wrote. "We must recognize
the unique challenges faced during the pandemic intensify the need for a systemic approach to




confronting the racial and socioeconomic discrepancies often experienced by our
underrepresented student population.”

erage scale implemented by

Source: https://westcooknews.com/stories/626581 140—0prf—to;implcment—race-based—gradin g-
system-in-2022-23-school-year
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Woke Kindergarten’s contract in East Bay school
terminated after national backlash

Jil Tucker

Tiger Craven~Neeley, shown outside Glassbrook Elementary School in Hayward on
Jan. 31, was placed on paid administrative leave after a divisive staff meeting.

Benjamin Fanjoy/The Chronicle

SEE s

The anti-racist consulting firm Woke Kindergarten will no longer train teachers at an East Bay
elementary school, the three-year, $250,000 contract terminated Monday after a national
backlash over the provocative content as well as the questionable use of federal funding.

Hayward Unified officials said “the controversy was becominga distraction,” with threatening
and racist phone calls and emails to Glassbrook Elementary and the district office. District
officials emphasized that while terminating the contract, they were “not repudiating any of the
training related to the organization.”

Officials also placed on ieave a teacher who criticized the program, without explaining their
reasoning other than to cite “allegations of unprofessional conduct.”” And a school board member




is facing a formal investigation as well as public outrage over offensive comments he made to a
staff member related to the district’s contract with Woke Kindergarten.

The furor came after the Chronicle published a story earlier this month about the school’s
contract with the for-profit Woke Kindergarten, which trains teachers to confront white
supremacy, disrupt racism and oppression, and remove those barriers to learning.

Officials also cited concerns over publicly posted videos from the Woke Kindergarten founder,
Akiea “Ki” Gross, which inciuded anti-Israel and anti- United States messages.

“Although we respect freedom of speech and the right for individuals to hold a variety of
political views, the social media and other public statements of the vendor do not align with the
values of the district and those of many of our community members said district spokesman
Michael Bazeley.

Efforts to reach Gross who 1der1t1ﬁes as they/them were not successfu!

DlStl‘lCt ofﬂcmls defended the program, Wthh was pald for through a federal -grant meant to help
the country s Iowest«performmg schools saying it Improved student outcomes as 1ntended

Yet Glassbrook’ test scores plumrneted to new lows last sprmg — two years into the Woke
Kmdergarten training, with fewer than 8% of students proficient in English and just under 4%
proficient in math. Two-thirds of the students are Engllsh learners and moré than 80% are
Hxspamc/ Latmo : :

"Supenntendent Jason Reimann also cnted 1mproved attendance among the school’s 474 students,
but a 31m11ar 1mprovement in attendance was seen dlstrlctmde

Dlstrlct ofﬁ(nals contlnued to support the trammg teachers had recelved despite terminating the
contract, while also saying Gross’s controversial social _medla_posts were a consideration.

In a recent post, Gross posted that they are“100%, ten toes down anti- Israel ”

“I believe Israel has no right to exist. I believe the United States has no rights to exist,” Gross
said in the video posted on Instagram, a previously public account that is now private. “I believe
every settler colony that has committed genocide against native peoples, against Indigenous
people has no right to exist.

“Is this news to anybody?” they continued. “Y ’all are the demons. Y all are the villains. We’ve
been trying to end y’all. Get free of y’all.”

It was unclear whether Gross was referring to the Chronicle’s stories about the program.

The curticulum also included words of the day, including protest and cease- fire, with Gross
describing them as the “language of the resistance ... to introduce children to liberatory
vocabulary in a way that they can easily digest, understand and most importantly, use in their
critiques of the system.”




It was unclear Tuesday how much of the $250,000 the for-profit company had been paid for its
services, although Bazeley said the work was “substantially complete.”

‘The decision to bring in Woke Kindergarten, rather than a more traditional literacy or math
improvement program, aligns with the belief by some parents and educators that the current
education system isn’t working for many disadvantaged children.

The solution, these advocates say, is for educators to confront legacies of racism and bias in
schools, and to talk about historic white supremacy, so that students feel safe and supported.:

Glassbrook teacher Tiger Craven-Neeley said that while he supports discussing racism in the
classroom, he was told the primary objective of the program was to “disrupt whiteness” in the
school — and that the sessions were “not a place to express white guilt.” He said he questioned a
trainer who used the phrasing “so-called United States,” as well as lessons available on the
organization’s web site offering “Lil’ Comrade Convos,” or positing a world without police,
money or landlords.

Following a divisive staff meeting, he was placed on paid administrative leave Thursday. As of
Tuesday, he still had no information on specifics and remained on leave.'District officials stood
by the organization’s curriculum.

“The personal political and social views are separate from the work Woke Kindergarten did with
us,” Bazeley said. “Anti-bias/anti-racist teaching, restorative practices, multilanguage learning,
literacy and mathematics will remain a focus for Glassbrook, building on the work that school
has undertaken over the past several years.”

Source: https://www.sfchronicle com/bayarea/article/woke-kindergarten-bay-area-schools-crt-
contract-18665081 .php







A+tachomtant C

Robinson+Cole

CANDACE M. CUNNINGHAM

280 Trumbull Street
Hartford, CT 06103-3597
Main (860} 275-8200
Fax (860} 275-8299
ccunningham{@rc.com
Direct (860) 275-8376
April 12, 2024

Anthony Salvatore

Town Manager

Town Council, Town of Cromwell
41 West Street

Cromwell, Connecticat 06416

Re: AVA Realty Tax Abatement Extension Request (76 Berlin Road); Assessors Office
Memorandum dated April 5, 2024 from Shawna Baron, Cromwell Tax Assessor (the “Memo™)

Dear Mr. Salvatore and Members of the Cromwell Town Council:

I represent AVA Realty and this is AVA’s response to the Memo referenced above. Please be
advised of the following inaccuracies:

1} First sentence states that when the tax abatement was initially granted, the Town could “only
grant a 7-year abatement”, Not so, the underlying law (Connecticut General Statute Section 12-
65b) was revised in 2015 to permit 10 year abatement so the Town could’ve approved this
request in 2020.

2) The Assessor’s Memo chart of “AVA Realty Proposed Abatement” erroneously has AVA
asking for “50% for years 5-8 and 30% in years 9 and 10.” We’d be happy to have this, but what
AVA actually requested is less and noted below, so Assessor calculations are not accurate. Here
is what is existing and what is being proposed:

Existing Abatement: Proposed Abatement:
7 Year 10 Year

Years Yage Years Yoage

1-2 100% 1-2 100%

34 75% 3-4 75%

3-6 50% 5-7 50%

7 25% 8-10 25%

3) Second sentence states the “first year of their abatement was 2020”. Under Section 2. of the
Business Incentive Agreement, the abatement was to commence “one year from the date that a
certificate of occupancy” is issued. CO issued here in September, 2020, so the first exemption
should’ve been on October, 2021 list and would’ve continued to 2027 list and 2028 taxes.
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Inexplicably, it was commenced a year early, on the October, 2020 list by the Assessor, so the
current end date is 2027.

4) It’s not a given that if AVA Realty 3~year extension is approved then Scannell Properties
would be entitled to same. It’s comparing apples to oranges because the Scannell abatement
term and amount (several years at 100%) is in no way comparable to AVA Realty schedule. If
the Town wanted to conform AVA Realty Abatement to match Scannell’s, AVA would be
interested in that in lieu of what it is asking for but presumably the Scannell agreement is based
on different factors and would not be applicable to AVA and so the converse should apply.

5) There are provisions in the Business Incentive Agreement that should either be corrected to
reflect this Council’s intent, or alternately enforced as written.

a) Section 2. of that Agreement provides the Town agrees to fix the “assessed value of
the Improvements at One Dollar ($1.00) for a period of seven (7} years”, which means the tax
abatement on the Improvements should equal 100% for all 7 years. We don’t think this was
Council’s intent but if it was, AVA’s current tax bills should be revised to reflect 100% for this
year and all ensuing years through the existing term.

b) Section 2 of that Agreement expressly excludes “the value of all personal property
located on the Property”. “Property” is defined as “hotel and related improvements on Parcel
11700100.” The parcel reference is the real property. Nowhere in the agreement is the value of
all “real property” excluded from the abatement. As CGSA Section 12-65b applies to both
improvements and real property, as written, the Agreement is applicable to real property and
improvements. We don’t think this was Council’s intent but if it was, AVA real property tax
bills should be revised to include exemption for real property.

6) To say there is “no benefit to granting this request™ is not accurate. This would be correcting
what could/should’ve been done in 2020 and sets an express example for developers that the
Town will do all that it can to foster commercial investment. The Economic Development

Commission and Mr. Popper approved this request so it is clearly beneficial to the Town from an

economic development perspective.

I will be at the meeting on Monday night with my client and will be happy to discuss this further,

then. Thank you for your consideration of the points noted above,

Very truly yours,

Candace M. Cunningham

Copy to:  AJ Patel
Umesh Vaidya
Stuart Popper
Shawna M. Baron




BUSINESS DEVELOPMENT INCENTIVE AGREEMENT

{e.

AGREEMENT entered into as of the _ | 31 day of Ab_ 2020, by and hetween AVA Realty
Cromwell LLP, a Connecticut limited liability partnership (“AVA Realty Cromwell LLP™)
(hercinafler referved 10 as the “Agpplicant™). having an office and principal place of business at 76
Berlin Road Cromwell, Connecticut 06416 and the Town of Cromwell, County of Middlesex and
State of Connecticut, acting herein by Anthony Salvatore its Town Manager, hereunto duly authorized
{hereinafier referred to as the “Town™).

WITNESSETH:

WHEREAS, Applicant desires io locate a new hotel and related improvements on certain real
estate to be owned by AVA Realty Cromwell LLP at 76 Betlin Road within the confines of the Town
of Cromwell;

WHEREAS, the Town desires thal AVA. Realty Cromwel] LLP locate its new hotel and
related improvements within the Town of Cromwell;

NOW THEREFORE, in consideration of the mutual promises conlained herein, the parties
hereto agree as follows:

I. AVA Realty Cromwell LEP will construet a 123 -r00m Fotel and relatedt Erpvements
(collectively. the "‘lmpmvuuuua "yon Parcel TT700100 (the “Propeity™. As shown on a plan tied,
“$pringhili Suites Marrion Site Pian Modification (#18-33) 76 Berlin Road Cronyweil, Dated 8/2/18
Revised 2/28/19 Sheet 1 of 9 tiwaugh Sheets 1 of 9. Prepared by This new construction of the
Improvements wiil include but is not limited to a 125-room hote! and related improvements the
approximate cost of which is set forth on Schedule 1, atiached hereto and incorporated herein (the
“Investment Antount™),

2, Pursuant to Connecticut Genesal Statutes Section 12-65b, the Town of Cronvwell agrees to fix
the sissessed value of the Baprovements gl OseDoliar ($1.00) for g puriod of seven (?t yuurs {the
“Incentive”ybeginning otie (1) yeur From (e dule that 4 cortiente of ecepanty s issued Torthe
completed improvements. ‘The Tax abatement will be 100% during years one (1) and two (2), 75%
years three (3) and four (4), and 50% for years [ive (5) and six (6) and 25% for year seven (7) ITthe
actual Investment Amount to construct the described Improvements to the Property by Applicant fails
helow the Invesiment Amount stated in Schedule 1. the Investment Amount for the Improvements
bcing an estimate, then upon the completion of construetion of the Improvernents the :parties shall
enter into an amendment to this Agreement establishing in guod fiith the final term and amount of the
Incenlive pro-rated in relation to the actusl investment made and the resulling [nir market value of the
- Property.. The value ol all pwsmrﬂ property located on liw Ps npeﬂ} is uapru;xlv excluded from this

© Apreement, : -

3 Should Applicant substantially fail to complete the Improvements and incur the investment

Amount pursuant to this Agreement, the parties agree that the assessed value of any improvements
rade and the Propenty  will revert 1o the fair market valve of any improvemenis made and the

y/

®



Property as of the date of the issuance of the certificate of occupancy, as determined by the Tax
Assessor for the Town of Cromwell, and the Applicant shall immediately pay to the Town of
Cromwell all real estate taxes and accrued interest which would have been payable if the assessment
had not been fixed pursuant to this Agreement.

4, Applicant agrees to pay all taxes due, il any, to the Town of Cromwell upon the due date and
understands that failure to comply with this obligation will result in termination of this Agreement and
the full amount of any taxes based upon full market value of any improvements made and the
Property, including accrued interest, shall immediately become due and payable.

5. The Town of Cromwell agrces that tax appeal rights are not affected by this Agreement.

6. The Town of Cromwell represents (hat that the making and performance of this Agreement by
the Town does not violate any provision of the municipal charter, ordinanees or bylaws of the Town
of Cromwe!l and does not violate any govemmental restrictions binding upon the Town of Cromwell;
and that this Agreement has been entered into by the Town of Cromwell pursuant to its authority as a
Connecticut municipal corporation and constilutes a lepal, valid, and binding obligation of the Town
of Cromwell.

7. The covenants and agreements herein comtained shall be assignable and inure to the benefit of
and be binding upon the panties hereto and on their respective successors dnd assigns, Any person or
entity succeeding to the interest of a parly shall succeed to all of such party”s rights, interest and
obligations hereunder, subject to all the terms of this Agreement.

8 This Agreement represents the-entire and complete understanding of the parties with respect to
the subject matter hereof and there are no promises, agreements, conditions, wnderstandings,
warranties or representations, oral or written, express or implied, between them other than as set forth
herein.

9. This Agreement shall be modified by a written instrument signed by atl partics hereto after the

completion of construction of the Improvements to confirm the precise tax-fixing dates, times and.
amounts. This Agreement otherwise may not be maodified unless in writing executed by all parties.

[SIGNATURES ON FOLLOWING PAGE]



IN WITNESS WHEREOQF, the parties hereto have exccuted this BUSINESS
DEVELOPMENT INCENTIVE AGREEMENT and aflixed their seal hereto, as of the day and year
first mentioned above,

Applicant
AVA Realty

Il LLP

BY

Ajesh Patel General Partner

WINESSED,

BY fa‘%}\




Landcost-  $950,000.00

Building costs - $5,600,600.00

SCHEDULE |

Budget for improvements
Construction cost:

®
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