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I. Introduction 
 

Pinnacle Entertainment, Inc., a publicly traded company and its 
subsidiary, PNK (PA), LLC (collectively, “Pinnacle”), are applicants for a 
Category 2 gaming license in the Commonwealth of Pennsylvania.  This 
Diversity Plan is being submitted as part of Pinnacle’s application to the 
Pennsylvania Gaming Control Board to construct a casino and entertainment 
venue in the Fishtown section of Philadelphia, the “Philadelphia Project”.  The 
purpose of this document is provide a brief introduction to Pinnacle’s diversity 
policy and to its strategy for the practical implementation of this policy in the 
three key areas of the project.; “Design and Construction”, “Hiring and 
Promotion” and “Operations/Procurement”.  
 

Pinnacle recognizes and respects this nation’s multicultural population 
and its travel and leisure preferences.  The Casino Journal, a respected 
industry publication, has reported on these trends in an article which indicates 
that being conscious of and working with the area’s minority population is not 
only the right thing to do, it is good business. 

“According to a survey released last month by the Travel Industry 
Association of America, Hispanic and Asian Americans are 
traveling to Las Vegas more than any other city, and gambling 
ranked as the top desired travel activity among 12 percent of 
Asian Americans and blacks. These statistics underscore the 
growing popularity of gaming among America’s minority 
populations, and their visits to gaming destinations will become 
even more frequent as minorities comprise an increasingly large 
percentage of the American consumer market.   

Mindful of these trends, the American Gaming Association (AGA) 
has made diversity in employment and purchasing an industry-
wide priority.”    
 
Casino Journal, April 2004 
 
Pinnacle understands that there is no “quick-fix” to diversity 

issues.  Corporations must resist the urge to apply the “problem solving” 
approach so often used to deal with other business issues.  In other 
words, you cannot “define the problem” and then “fix it”.  Building a 
corporate culture of diversity and inclusion takes persistence, tenacity, 



and an alignment of the both actions and strategies.  Pinnacle believes 
that the result is worth the work.  
 

Pinnacle’s corporate approach to diversity is grounded in a simple 
diversity statement: 

 
At Pinnacle Entertainment Inc. we come from 
different backgrounds, beliefs, cultures, races, 
creeds, ages and experiences.  We value, respect 
and promote differences, believing they create a 
better place to work.  At Pinnacle, diversity works. 
 
 

II. Policy Statement 
 

 Pinnacle is committed to providing equal opportunity in all phases of 
the construction and operation of its proposed casino/entertainment project in 
Philadelphia. Diversity is a fundamental corporate value.  It is Pinnacle’s 
intention to make diversity a part of the strategic plan for the Philadelphia 
Project—to identify, build and maintain relationships with contractors, 
vendors, suppliers and employees that reflect the diverse composition of the 
population in the City of Philadelphia and surrounding region.  Pinnacle 
envisions its Philadelphia project as a truly inclusive and welcoming place to 
work and play.    
 
 
III. Policies in Action 
 

Pinnacle believes that the integration of diversity and inclusion 
initiatives into the basic business model for the construction and operation of 
the Philadelphia Project is the most effective way to ensure that minorities, 
women and other disadvantaged businesses and persons have meaningful 
participation in a variety of economic opportunities. Pinnacle’s business model 
for the Philadelphia Project will require good faith efforts to identify, 
communicate and facilitate productive business relationships with Minority, 
Disadvantaged and Women Business Enterprises (“M/W/DBE’s”) and in the 
recruitment and retention of a diverse workforce.  To achieve these goals 
Pinnacle has already begun to meet with local leaders and organizations who 
can provide insight and help implement the Diversity Plan, including the local 
chapter of NAACP, the Urban League, and other minority associations to gain a 
better understanding of the Philadelphia minority community’s strengths and 
capabilities.  Pinnacle will continue to meet with organizations like the Greater 
Philadelphia Urban Affairs Coalition (GPUAC)1 and the National Association of 
                                                 
1 GPUAC was the lead agency monitoring the compliance plan for the Lincoln Financial Field 
and the Citizens Bank Ballpark, two of the largest public/private ventures built in the city in 
the past decade. 
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Minority Contractors to identify Minority Services Consultants who can help 
guide us through this process.   Additionally, the Company has retained the 
services of Cardenas Grant Communications.  An M/W/DBE, itself, Cardenas 
Grant is a Philadelphia based public relations and communications firm that 
specializes in multicultural outreach  and has deep roots in the local and 
minority communities.   
 
 

Pinnacle’s diversity decisions for the Philadelphia Project will be guided by 
demographic information established in the most recent U.S. Census for the 
City and will reflect a good faith profile of the universe of businesses available 
to provide necessary goods and services.  Population figures for Philadelphia 
are provided below.  
 

• 45.0%  White  
• 43.2% African American  
•   4.4% Asian  
•   8.5% Hispanic or Latino of any race 

 Moreover, Pinnacle’s Philadelphia Project Diversity Plan will be 
consistent with its experiences in places like St. Louis and Louisiana where 
Pinnacle has not only met the requirements of the diversity goals set forth by 
those jurisdictions, but in some cases has surpassed the goals for the utilization 
of minority businesses, vendors and employees.  This is empirical proof of 
Pinnacle’s commitment to the spirit of inclusion and equal opportunity in all of 
its business operations.  An example of Pinnacle’s success and dedication to 
diversity is found in its newest and most successful casino hotel, L’Auberge du 
lac in Lake Charles, Louisiana where Pinnacle has successfully hired beyond its 
regulatory established goals for African American, Latino and Asian employees.   

 
Table 1 – L’Auberge Employee Ratios 

Ethnicity Total % 
Minimum 
Required  

American Indian 14 0.63% 0.33%  
Asian 121 5.41% 0.77%  
Black 811 36.29% 26.40%  
Caucasian/nonHispanic 1240 55.48%   
Hispanic 49 2.19% 1.43%  

Grand Total 2235    
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Phase I.  Diversity in Development and Construction 
 

Pinnacle is committed to the growth and success of our supplier diversity 
and subcontractor programs and thereby seeks to form positive relationships with 
disadvantaged businesses, with a meaningful diversity plan. Pinnacle will 
establish reasonable numeric and quantifiable M/W/DBE utilization goals for 
planning and design, construction and operations of the Philadelphia Project after 
engaging a local Minority Service Consultant.  These same goals will be applied 
to vendor relationships in its purchasing operations after the property 
construction is complete.  

 
Pinnacle’s policy is to use good faith efforts to achieve established goals 

for M/W/DBE participation in the development and construction of all its projects, 
for example, in St. Louis, Missouri, government officials approved Pinnacle’s 
diversity plan and Pinnacle is currently implementing that plan in the construction 
and development phase for two casinos.  The same policy and dedication will be 
applied to the Philadelphia Project.  
 

Pinnacle will encourage all non-M/W/DBE companies to subcontract 
portions to M/W/DBE firms.  Pinnacle will promote the policy that M/W/DBE 
businesses are to be given the opportunity to bid on various parts of the work.  
This policy is not intended to restrict or limit competitive bidding or to 
increase any cost associated with work for the Philadelphia Project.  Pinnacle 
supports a free market system that seeks to include responsible businesses and 
provide ample opportunity for business growth and development for all 
entities.   

 
Through its’ good faith efforts, Pinnacle will encourage M/W/DBEs to 

compete for, win and receive contracts for goods, services and construction 
activity associated with the Philadelphia Project.   
 
 
Compliance Plan 

The Philadelphia Project will be guided by a Compliance Plan for 
professional services, consultants, construction contractors, and suppliers.  
Goals and guidelines from the Compliance Plan will be applicable to the 
General Contractor and/or prime subcontractor and will be included in all 
major subcontracts and purchase orders for procurements. To the extent 
possible, these provisions will be binding upon each subcontractor, material 
supplier, manufacturer, consultant, service agency or other vendors. Attached 
as Exhibit A is a copy of the M/W/DBE Implementation Plan that is being used 
in connection with Pinnacle’s two St. Louis projects. 

 
The General Contractor will be required to abide by all applicable laws 

and regulations including using its best efforts to meet or exceed those 
M/W/DBE’s goals set forth by Pennsylvania Gaming Control Board and 
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Pinnacle’s Compliance Plan.  Moreover, the General Contractor shall be 
required to comply with all applicable portions of the Pennsylvania Human 
Rights Act which prohibits discrimination on the basis of age, race, religion, 
color, national origin or gender in the award and performance of any work that 
is financed in whole, or in part, by Pinnacle. 
 

To assist the General Contractor and/or prime subcontractor, a current 
list containing the names of firms that have been verified as eligible to 
participate2 as M/W/DBE’s will be maintained by Pinnacle or its consultants 
and through the certifying regulatory agencies.  Pinnacle will seek information 
from local agencies with established ties to local multicultural communities, 
including:  

 
• National Association of Minority Contractors 
• Contractors Roundtable 
• Greater Philadelphia Urban Affairs Coalition 
• Philadelphia Chapter of National Association of Minority Contractors 
• African American Chamber of Commerce 
• Hispanic Chamber of Commerce 
• Asian Chamber of Commerce 
• Chinatown Development Corporation 
• Philadelphia MBEC office 
• Philadelphia Commercial Development Corporation(PCDC) 
• Small Business Association services to disabled owned businesses 
• Mayor’s Commission on People with Disabilities 
• Association for Service Disabled Veterans 
• Veterans Administration 
• Pennsylvania Federation of Business and Professional Women3 

 
However, Pinnacle understands that simple reliance on these outside 

agencies is not enough, and therefore will work along side these agencies to 
generate a quality list of potential participants of its own.  Please see attached 
Exhibit B for list of that potential resources that Pinnacle hopes utilize in 
generating its list of potential participants. The search methods used to create 
this list will include consultation with public and quasi-public agencies that 
have successfully utilized minority firms and consultants, including the South 
Eastern Pennsylvania Transit Authority and the School District of Philadelphia.  
We will also seek the assistance of the National and local chapters of the 

                                                 
2 “Certification” ensures that the company is a for-profit small business that is 51% owned and 
controlled in both form and substance by one or more economically and socially disadvantaged 
individual.  
 
3 The list is not an endorsement of the quality of performance of the business, but is simply an 
acknowledgement of the firm’s M/W/DBE status. 
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Association of Minority Contractors for resource lists and recommendations of 
firms with applicable expertise. 
 

Internally, Pinnacle has hired its own MBE/WBE manager to oversee the 
company’s diversity plans in the construction of new properties. Mr. Harry 
Moppins has more than two decades of experience working in Human Resources 
for Fortune 100 and 500 companies and has gained a stellar reputation for his 
work with the St. Louis Minority Business Council.  Currently, Mr. Moppins 
responsibilities include the development and enforcement of the Company’s 
Diversity and Compliance Plans for the two Pinnacle properties in St. Louis; 
developing programs to attract and retain M/W/DBEs; preparing and making 
presentations to various audiences on the status of M/W/DBE programs as part 
of a community outreach program and acting as a liaison between the 
Company, the Government and the minority community.   Pinnacle anticipates 
that Mr. Moppins will implement Pinnacle’s diversity efforts in Philadelphia as 
well  See Exhibit C for a copy of his curriculum vitae.  

 
 

Pinnacle’s own experience has demonstrated that in order to establish 
effective and continual utilization of minority firms a company must do more 
than simply concentrate on initial recruitment. To build a good business a 
company must first build good relationships.  Pinnacle intends to invest the 
time and resources necessary to build relationships with minority businesses 
through sponsoring contractor/vendor fairs and workshops, contractor visits, 
and pre-bid meetings.   
 
PHASE II.  Diversity in Hiring and Promotion Employment   
 

The diversity of Philadelphia’s workforce is its strength.  The 
Philadelphia Project Diversity Plan is designed to tap into that strength and 
build an inclusive and welcoming work environment for Pinnacle’s employees. 
Pinnacle understands that diversity and inclusion cannot be simply mandated or 
engineered.  In order for a company to be successful in creating a diverse 
atmosphere it must adopt diversity as part of its basic business model.  
 

Pinnacles’ Corporate Human Resources’ mission is to be a “strategic 
business unit that is organizationally and operationally focused to support and 
sustain our competitive industry advantage through the culture and people by 
hiring, training, developing, and reinforcing talent and performance.” 
 

Through Pinnacle’s “Employee Life Cycle” framework, Pinnacle plans,  
monitors and aligns Human Resource activities with its business priorities, 
service delivery channels and competencies. This framework includes five 
steps: 
 

• Sourcing and Selecting 
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• Rewarding and Retaining 
• Developing and Coaching 
• Managing Communication 
• Redeploying & Retiring 

 
Integrated into these five key people-related Human Resource functions, 

is not only the philosophy, but the practice of diversity.  See Appendix C, 
attached hereto, for a detailed explanation of Pinnacle’s Human Resource 
Practices.   
 

Pinnacle’s goal is to harness its human capital, which is the sum of our 
skills, experience, diversity, and knowledge, and leverage it for maximum 
competitive advantage.  Pinnacle’s commitment to diversity in hiring is 
exemplified by the Senior Vice President of Human Resources, Humberto 
Trueba, Jr. a Hispanic-American with 25 years of experience.  Mr. Trueba’s 
past employment includes Disney World and American Express, two companies 
known for their commitment to diversity. See Exhibit C for a copy of his 
curriculum vitae.  
  
 Pinnacle is also proud to partner with HRLogix, a Woman Business 
Enterprise (WBE). HRLogix is the #1 Gaming and Hospitality provider of on-line 
recruiting and application tools. HRLogix’s Applicant Tracking  & Hourly Hiring 
Management Systems (HHMS) combines a powerful solution that automates over 
80% of the paperwork associated with recruiting & hiring. It decreases the total 
cost of acquisition of hourly & exempt employees, while increasing the speed-
to-hire.  
 
 With HRLogix Pinnacle has a powerful, web based recruiting tool that 
offers a very professional “applicant self-service” to Pinnacle-interested job-
seekers.  Pinnacle is able to have the functionality to cross-post to diversity job 
boards & local unemployment offices. This has greatly expanded Pinnacle’s 
sourcing efforts, resulting in an increase in the diversity of our applicant flow. 
As emphasized in Pinnacle’s Diversity Statement, “At Pinnacle, diversity 
works.” 
 

For the Philadelphia Project, Pinnacle will use good faith efforts to 
recruit and retain diversity among top managers in all areas of the operation, 
including Casino, Human Resource, Finance and Security. 
 

 Human Resource Development Best Practices  
 

• Executive Development Program- identifies diverse talent and provides a 
structured learning opportunity to develop skills and competencies in 
the gaming, hospitality and entertainment industry. 

• Executive Bench Strength Program-. This development system cultivates 
top performers for senior management positions within Pinnacle 
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• Learning and Performance Institute- provides a unique, brand-led, 
competency based training development approach. 

• Performance Management and Recognition: the Pinnacle Way- 
o Performance Management: a performance planning and appraisal 

system which aims to motivate and coach employees toward 
greater self-development and improvement with open dialogue 

o Recognition: These systems will reinforce our commitment to 
customer service and enjoyment, organizational excellence, 
employee pride, commitment and enjoyment.  

 
 
 
 
PHASE III.  Diversity in Operations and Procurement 

 
The Philadelphia Project will provide on-going economic opportunity for 

M/W/DBEs in the area to contract with Pinnacle for supplies and services.  
Pinnacle would continue its search and identification process for vendors as the 
construction phase of the project ends and operations begin.   
 

From Argentina to Louisiana to Indiana, Pinnacle, its subsidiaries, 
employees, customers, and suppliers are rich in diversity.  Pinnacle’s 
outstanding record of supporting the local economy through supplier diversity 
has been through Pinnacle’s program titled “L – E – A – D - S.”   This 
procurement program is one of Pinnacle’s corporate best practices, as 
described below:  
 
L - Local small, minority, and women owned businesses identified within the 
community are encouraged to pursue opportunities with Pinnacle. 
 
E – Educate the vendor community on the types of goods and services Pinnacle 
utilizes from additional start up to ongoing operational requirements and 
performance standards. 
 
A – Assess each business on their ability to perform to Pinnacle’s Supplier 
Performance Standards.  
 
D – Direction to enable small, minority, and woman owned business to grow 
including providing opportunities for partnering with national firms. 
 
S – Support from the Property and Corporate Procurement organization through 
vendor workshops, supplier opportunity fairs, and one-on one sessions to inform 
the supplier community of opportunities both locally and on a national basis. 
 
 The LEADS programs has been successful in Louisiana where Pinnacle 
properties have continually met or exceeded their M/W/DBE spending goals. 

8 



 
 
 
Table 2: M/W/DBE Spending in Louisiana 

 
L’Auberge du Lac, Lake Charles, Louisiana 
Spending with Louisiana based businesses  $31,258,000 
Spending with MBE’s       $9,396,000 
Spending with WBE’s     $14,120,000 

 
Boomtown Bossier City, Bossier City, Louisiana 
Spending with Louisiana based businesses  $9,208,000 
Spending with MBE’s    $3,029,000 
Spending with WBE’s    $9,208,000 

 
          Boomtown New Orleans, New Orleans, Louisiana 
 

Spending with Louisiana based businesses  $5,108,842.38 
Spending with MBE’s    $723,156.46 
Spending with WBE’s    $840,667.89 

 
 

 
 
 In addition Pinnacle’s Procurement department will institute programs 
designed to assist smaller businesses to grow, such as:  
  

Purchasing Team Diversity Seminar—Pinnacle will sponsor a 
workshop/vendor fair that provides information about Pinnacle contacting 
opportunities.  Minority, Women and Disabled owned businesses will have 
access to Pinnacle purchasing agents to exchange information and help foster 
long term relationships that will help build diversity in the Pinnacle vending 
and contracting operations.  This annual event will also provide an opportunity 
to track and report on the status of Pinnacle diversity program. 
 

Mentoring—Provide mentoring to M/W/DBE businesses that have good 
products but are unable to meet all the specifics of a purchase order such as 
volume of product. For instance, Pinnacle was instrumental in introducing a 
minority woman owned business in Louisiana to an international office supply 
company and assisted in developing a relationship between the two companies, 
whereby the M/W/DBE will act as a representative and distributor for the 
supply company.  It should be noted that Pinnacle properties are not the only 
casino hotel companies in Louisiana that have benefited from this partnership.  
If practicable, Pinnacle would assist local Philadelphia companies in the same 
manner.   
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Accountability 
 

Values, Beliefs, Attitudes…  Leading by example is a core value at 
Pinnacle.  Individual properties are an extension of Pinnacle’s corporate 
culture and are shaped by senior management’s commitment to equal 
opportunity in all facets of the business.  Pinnacle Corporate Procurement 
provides guidance and support to insure the success of our local Diversity 
initiatives.   
 

Pinnacle knows that success within the community starts at the local 
level with the General Manager, Compliance Officer and Purchasing Manager, 
who will meet on a monthly basis to review procurement standards and 
property performance in achieving the company’s diversity goals.  The 
Compliance Officer will insure that Pinnacle’s reporting to state government 
agencies is accurate and concise.  A proactive approach such as this will allow 
the property to consistently achieve its goals and contribute to Philadelphia’s 
local economy and business growth.  
 
Community Outreach 
 

Support for the Philadelphia community will involve not only standard 
practices, but additional community outreach programs.  Pinnacle is committed 
to promoting successful relationships with vendor and suppliers and will 
establish an on-line resource to identify a dynamic database of minority and 
women owned businesses.  This website will allow minority vendors to register 
to be included on the vendor list and receive up-to-date contracting 
opportunities, information about how to bid, technical assistance and access to 
purchasing resources to support competitive bids.   
 
 
Conclusion 
 

Diversity and inclusion is about more than just recruitment and hiring 
practices.  It is about more than women and minorities.  It is not about a 
company claiming to be “color or gender-blind”, because Pinnacle understands 
that comments like that lessen everyone.  It is not about making everyone fit 
into a single box.  Diversity is about respect, listening, and understanding. It is 
about the culture of the entire organization. Pinnacle is proud of the fact that 
it has developed a track record of valuing inclusion in all aspects of its 
business, from the time it begins building a new property.  Pinnacle cares 
about its community and its neighbors.   

 
Simply put, At Pinnacle, diversity works. 
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M/WBE IMPLEMENTATION PLAN FOR 
 MCCARTHY BUILDING COMPANIES, INC.  

(the “General Contractor”) 
 

  

I. POLICY:  

A. MWBE UTILIZATION POLICY STATEMENT  
 
It is the policy of Casino One Corporation (hereafter, known as the “The Owner”) and 
McCarthy Building Companies Inc. (hereafter, known as the “General Contractor”) to 
use good faith efforts to achieve the goals of 25% MBE and 5% WBE in the construction 
of the project. Minority and Women Business Enterprises (“M/WBEs”) shall have 
opportunities to participate in the purchasing process and construction of the Project. 
Therefore, the Owner encourages all M/WBE’s to compete for, win and receive contracts 
for goods, services and construction associated with the project. Also, the Owner 
encourages all non-M/WBE companies to subcontract portions to MWBE firms. The 
owner promotes that M/WBE businesses are given the opportunity to bid on various parts 
of the work.  This request of the Owner is not intended to restrict or limit competitive 
bidding or to increase any cost associated with work for the Project.  The Owner supports 
a healthy free market system that seeks to include responsible businesses and provide 
ample opportunity for business growth and development for all entities. The Owner and 
the General Contractor will be entering into contracts through competitive and negotiated 
bids processes. 
 
B. M/WBE GOALS:  
 
This project is committed to the Compliance Plan as agreed to between the Owner and 
the City of St. Louis. The goals shall take into account professional services, consultants, 
construction contractors, and suppliers. This goal remains in effect throughout the term of 
the General Contractor’s agreement with the Owner of the project. 
 
When award of a bid package, plus subsequent changes is made with M/WBE 
participation less than the subcontractor’s stated goal; the General Contractor, Owner, 
Minority Services Consultant and subcontractors shall employ good faith efforts to 
increase the M/WBE participation to meet the goal.  
 
Whenever additional contract supplements, extra work orders, or change orders are made 
that individually, or in the aggregate, increase the total dollar value of an individual 
subcontract under the General Contractor and/or prime subcontractor, the General 
Contractor and/or prime subcontractor shall maintain, to the best of its ability, the level of 
M/WBE participation equal to or greater than established in the original subcontract. The 
General Contractor and/or prime subcontractor shall make every effort to utilize existing 
M/WBE firms on the awarded bid packages to fulfill these additional supplements; extra 
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work orders or change orders, if applicable  
 
C. APPLICABILITY  
 
The General Contractor and/or prime subcontractor shall include these guidelines in all 
subcontracts and purchase orders for procurements resulting from the Compliance Plan 
so that such provisions will be binding upon each subcontractor, material supplier’s, 
manufacturer, consultant, service agency or other vendors.  
  
II. VERIFICATION OF CERTIFICATION:  

A. ELIGIBILITY  

To assist the General Contractor and/or prime subcontractor, a current list containing the 
names of firms that have been verified as eligible to participate as M/WBE’s can be 
obtained through Owner’s Minority Services Consultants and the certifying regulatory 
agencies. 

This list is not an endorsement of the quality of performance of the business, but is 
simply an acknowledgment of the firm's participation that may be counted towards the 
goal. Acknowledgement of M/WBE status will be accepted by the cited regulatory 
agencies and/or any other certifications as defined by the Compliance Plan.   

Participating M/WBE firms must submit a current copy of their certification to the 
General Contractor with their bid proposal. 

The definition/requirement of a minority firm is stated in the Compliance Plan  

 
III. COUNTING M/WBE PARTICIPATION 
  
M/WBE participation shall be counted in accordance with the Mayor’s Executive Order 
#28, as amended, and mutually agreeable counting rules developed by the City of St. 
Louis’ Contract Compliance Officer and the Owner’s Compliance Director, as defined in 
the Compliance Plan.  
 
 
IV. AWARD DOCUMENTATION AND PROCEDURE 

REQUIREMENTS  
 
The General Contractor will request that all subcontract bidders, submit an M/WBE 
Utilization Report within 48 hours of submission of their bid date.  This form is a 
document that lists all M/WBE firms (subcontract and material suppliers) who will be 
utilized in performance of the work identified by the General Contractor and/or prime 
subcontractor. 
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Failure to submit a Utilization Report may render a bid non-responsive.   
 
The General Contractor shall meet with the Owner and Minority Services Consultants to 
review proposed package(s) and level of minority participation. 
 
V. POST AWARD COMPLIANCE  
 
All low and responsive bids will be reviewed by the General Contractor and the 
Owner/Minority Service Consultants.  
 

1. If a subcontract is awarded on less than the M/WBE goal, such award will not 
relieve the General Contractor/Minority Services Consultants of the responsibility 
to continue good faith efforts to maximize participation of M/WBE’s throughout 
the life of the project. The General Contractor/Minority Services Consultants will 
be required to document good faith efforts to utilize MWBE 
subcontracts/suppliers.  

2. The General Contractor and prime subcontractors/sub-tiers/suppliers shall enter 
into subcontracts or written agreement subcontractors (M/WBE and non-
M/WBE’s) identified on the Utilization Report.  The General Contractor and 
prime subcontractors shall submit copies of subcontracts or agreements with 
subcontractors and suppliers (M/WBE and non-M/WBE); that have minority 
participation to the Minority Services Consultants and Owner’s Compliance 
Director. 

3. The General Contractor and/or prime subcontractor may be found in non-
compliance of its contract for failure to meet the minority goals and/or to 
demonstrate that affirmative actions were taken to identify and seek participation 
by MWBE’s; provided, however, that the general contractor and/or prime 
subcontractor will be given written notice of non compliance and a reasonable 
opportunity to be determined by the Minority Services Consultant and/or 
Company Compliance Director to take steps necessary to comply with the goals 
of the Compliance Plan.                   

 
4. The Minority Services Consultants will monitor the M/WBE’s involvement 

during the contract. 

5. To ensure that the obligation under the subcontracts awarded to subcontractors are 
met, the Minority Services Consultants will review the General Contractor’s 
efforts to promptly pay subcontractors for work performed in accordance to 
executed subcontracts. The General Contractor and/or prime subcontractor shall 
pay subcontractors and suppliers, their respective subcontract amount as stated 
within the subcontract terms and conditions.   

VI. SUBSITITUTIONS OF M/WBE FIRMS AFTER CONTRACT 
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AWARD:  
 

1.  If an M/WBE subcontractor is unwilling or unable to perform or defaults, the 
items of work specified on applicable M/WBE Utilization Plan, the General 
Contractor will immediately notify the Minority Services Consultants/Owner. The 
General Contractor and Prime Subs in conjunction with the Minority Services 
Consultants will make documented good faith efforts to obtain another certified 
M/WBE to perform an equal amount of allowable credit work.  The replacement 
M/WBE's name and designated work will be incorporated into the overall 
participation plan as allowable.   

 
     2. The General Contractor or Prime sub will review and consult with Minority 

Services Consultants and Owner prior to self-performing work originally 
designated to be performed by an M/WBE.                                                    
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VII. GOOD FAITH EFFORTS:  

Refer to Compliance Plan. 

The General Contractor, Prime Contractors, Minority Services Consultants, and Owner 
will make every good faith effort to achieve the stated M/WBE goal, by utilizing 
available resources as allowed by the Compliance Plan to accomplish this task throughout 
the project.  
 
This will be done throughout the community with: 

• Outreach Seminars/Workshops 
• Recruitment (incl. advertisement and support from appropriate community based 

associations and organizations) 
• Training 
• Breaking bid packages  into economically feasible units (when applicable) 
• Negotiate with M/WBE’s for specific work 

Written correspondence will be maintained for each good faith event to include: 
• Announcement/Invitation Communications 
• Event Participant Log 
• Documentation (summary of received quotes 
• Review plans and specs with potential M/WBE bidders  
• Other related documentation 

 
 
If the General Contractor and/or the prime subcontractor have exhausted all good faith 
efforts and cannot meet the M/WBE goal, they shall submit accurate and complete 
written documentation to verify and substantiate their efforts in detail, to the Minority 
Services Consultants and the Owner. The supportive documentation will be reviewed by 
the Minority Services Consultants and the Owner. The review is to determine if the 
General Contractor and/or the prime subcontractor were aggressive in seeking M/WBEs 
to participate on the project. 
 
Weekly update meetings have been established to review the status of M/WBE 
participation with the necessary supportive documentation. 
 
VIII. RECORD KEEPING  
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The General Contractor and the Minority Services Consultants will maintain support 
documentation necessary for the Owner to determine compliance with the M/WBE 
contract obligations to include 

• Subcontractors (incl. M/WBE) 
• Subcontracts copies 
• Type of work performed  
• Documentation (i.e. canceled checks and paid invoices verifying payment for 
work, services, procurement, documentation of correspondence, verbal contact, 
telephone call, and other efforts to obtain and confirm services of M/WBE’s) 
 
 

IX. REPORTING REQUIREMENTS 

At the conclusion of each pay period, the General Contractor and/or prime subcontractor 
shall submit the M/WBE Monthly Utilization Report of payments to Subcontractors. The 
General Contractor and/or prime subcontractors shall verify actual payments to all 
MWBE Subcontractors.  This report is a detailed comprehensive report on monthly 
M/WBE activity under the Agreement.  It includes M/WBE name, relationship to General 
Contractor, percent of total contract, subcontract award amount, M/WBE billing amount, 
and affidavit confirmation information. Certified payroll of all subcontractors is required 
especially in regards to all M/WBE firms to verify participation and prevailing wages 
compliance.  

The General Contractor prime subcontractor and MWBE subcontractor must submit an 
affidavit, which is a payment verification document and further verifies payments made 
to M/WBE Subcontractors.    

These reports will be required until the earlier of all subcontract performance activity is 
complete and/or the project is completed.  Reports are required, regardless or whether or 
not subcontract performance activity occurred during the monthly reporting period.  
 
Upon completion of all subcontract performance activity, and prior to final payment, the 
General Contractor and/or prime subcontractor shall submit an M/WBE Final Utilization 
Report to the Minority Services Consultants/Owner.  This report reflects all M/WBE 
activity on the project under the Agreement.  It shall include Subcontractor name, work 
performed and total dollar amount paid to the M/WBE.  When the actual amount paid to 
a Subcontractor, is less than the award amount, a complete written documentation 
explaining the difference is required.  

If the M/WBE goal is not met, documentation supporting good faith efforts will be 
submitted by the General Contractor.  Failure to submit this documentation, or the 
required reports, may result in the withholding of partial payments to the General 
Contractor, until the reports are submitted.  All payments due Subcontractors, which 
affect M/WBE goal attainment, including retainage, shall be paid by the General 
Contractor before the Owner releases the final payment to the General Contractor.  
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The Minority Services Consultants/owner reserves the right to conduct an audit of 
M/WBE participation prior to processing the application for payment or at anytime 
during to timeframe of the Agreement. 
 
X. MISCELLANEOUS REQUIREMENTS:  
 
A.  M/WBE OBLIGATION:  

The General Contractor agrees to take all reasonable steps necessary to ensure that 
M/WBE’s have an opportunity to participate in the performance of contracts and 
subcontracts, financed in whole or in part with Owner funds.  The General Contractor 
shall not discriminate on the basis of race, religion, color, national origin or sex in the 
award and performance of this work financed in whole, or in part, by the Owner.  

B.  FAILURE TO COMPLY WITH M/WBE PROGRAM GUIDELINES:  

General Contractor is hereby advised that failure to carry out the guidelines set forth 
above shall constitute a breach of the Agreement, and may result in early termination of 
the Agreement; or other such remedy as deemed necessary.  

Failure to comply with these M/WBE guidelines shall include, but not be limited to; 
failure to comply with the submission requirements outlined in these guidelines; failure to 
request a partial or complete waiver from the goal, as established herein, if it is 
determined that the goal will not be met; failure to exert a reasonable good faith effort to 
achieve the scheduled amount of M/WBE participation set forth in the approved 
Program, and failure to provide reasonable opportunities for M/WBEs.  
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Exhibit B 
Resource Lists 

 
 

i. Recruitment Resources  
1. Local Schools with high percentages of minority 

students: School District of Philadelphia, 
Archdiocese of Philadelphia, Chester Upland School 
District, Norristown High School. 

2. Colleges 
a. Local: Temple University, Community College, 

Lincoln Univeristy,  Cheyney University 
b. National: Historically Black Colleges and 

Universities in the MidAltantic States and with 
national reputations –Delaware State, Bowie, 
coppin Morgan, UMES, Hampton, Norfolk 
State, St. Paul, Va State, Virginia Union, 
Howard, University of DC, Moorehouse, 
Spellman  

ii. Communities of Faith – congregations whose pastors 
(although morally opposed to gaming, would allow and 
encourage employment in non-gaming 
amenities:restaurants, hotels, movies, retail. 

 
 

iii. Professional Associations 
1. Black MBA association 
2. Hispanic MBA association 
3. Black Greek Letter Organizations—huge source of 

minority professionals 
4. African American Public Administrators 
5. National Association of Black Accountants 
6. Society of Black Engineers 
7. Barristers Association 
8. Hispanic National Bar Association 

   
iv. Community based organizations involved in workforce 

development and creating equal employment 
opportunities-  

• Asociacion de Puertorriquenos en Marcha  
• Jewish Educational and Vocational Service  
• Urban League  
• NAACP  
• National Council of La Raza  
• Workforce Development Organizations  
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• One Big Campus Initiative  
• Opportunities Industrialization Center  
• Innovation Philadelphia  
• Latino Partnership 
 

v. Purchasing 
• Multicultural Foodservice and Hospitality Alliance  
• Women’s Business Enterprise National Council  
• National Association of Women’s Business Owners 
• African American Chamber of Commerce  
• Hispanic Chamber of Commerce  
• Asian Chamber of Commerce  
• Chinatown Community Development Corporation 

 
 
 

vi. Construction 
• Diversity Apprenticeship Program  
• National Association of Minority Contractors  
• American Gaming Association annual Opportunity 

Expo 
• Local 332-Laborers Union  

 
  

vii. Minority media 
1. Philadelphia Tribune 
2. Philadelphia Sunday Sun 
3. Philadelphia New Observer 
4. Westside Weekly 
5. Neighborhood Leader 
6. Black Surburban Journal 
7. Al Dia 
8. El Sol 
9. El Impacto 
10. WURD 
11. WHAT 
12. Radio One-WRNB, WPHI, PRAISE 
13. Clear Channel Predominantly Minority Audience:  

WDAS, POWER 99; WJJZ   
 
Goal statement from Lake Charles Property 
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Exhibit B: Corporate Human Resource Development 
The Pinnacle Way 

Pinnacles’ Corporate Human Resources’ mission is to be a “strategic business 
unit that is organizationally and operationally focused to support and 
sustain our competitive industry advantage through the culture and people 
by hiring, training, developing, and reinforcing talent and performance. “ 
 
Human Resource efforts are directed toward Pinnacle’s business priorities, 
service delivery channels and capabilities necessary to support the business 
strategy. Our goal is to harness our human capital, which is the sum of our 
skills, experience, diversity, and knowledge, and leverage it for maximum 
competitive advantage. 
 
Our Corporate Diversity Statement indicates that “At Pinnacle Entertainment 
Inc. we come from different backgrounds, beliefs, cultures, races, creeds, ages 
and experiences. We value, respect, and promote differences, believing they 
create a better place to work. At Pinnacle, diversity works.”  
 
“Employee Life Cycle” framework, we plan and monitor our alignment with the 
business priorities, service delivery channels and competencies. Integrated into 
these five key people-related Human Resource functions, is not only the 
philosophy, but the practice of diversity.   
 
Employee Life Cycle 
 
 

 
Redeploy 

& 
Retire 

Manage 
Commun-

ication 

Develop 
& 

Coach 

Reward 
&  

Retrain 

Source 
& 

Select 

 
TALENT

 
 
 
 
 
 
 
 

 
 
 
 
 
 
 
The five Pinnacle Human Resources functions are sourcing and selecting, 
reward and retaining, developing and coaching, managing communication, and 
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redeploying and retiring. The core of our Human Resource process represents 
our talent base.  We at Pinnacle, continually strengthen our HR practices and 
approaches to assure that we have the greatest impact on attracting, 
motivating, developing, retaining, and redeploying our talent base.  
 
Sourcing and Selecting 
Corporate Human Resources identifies first the needed competencies to drive 
Pinnacle’s strategic business direction. We then look for diverse sources to lead 
us to diverse people. We look for people that have the ability or have the right 
attitude to learn a competency necessary to deliver a needed skill. We hire 
positive and diverse people that create and maintain a positive, work climate 
that values, respects, and promote differences. 
 

• Pinnacle is proud to partner with HRLogix, a Woman Business Enterprise 
(WBE). HRLogix is the #1 Gaming and Hospitality provider of on-line 
recruiting and application tools. HRLogix’s Applicant Tracking (ATS) & 
Hourly Hiring Management Systems (HHMS) combines a powerful 
solution that automates over 80% of the paperwork associated with 
recruiting & hiring. It decreases the total cost of acquisition of hourly & 
exempt employees, while increasing the speed-to-hire.  
 

• With HRLogix we now have a powerful, web based recruiting tool that 
offers a very professional “applicant self-service” to Pinnacle - 
interested job-seekers. We are able to have the functionality to cross-
post to diversity job boards & local unemployment offices. This has 
greatly expanded our sourcing efforts, resulting in an increase in the 
diversity of our applicant flow. As emphasized in our Diversity 
Statement, “At Pinnacle, diversity works.” 
 

• HRLogix in combination with Behavior-based Interviewing: The Pinnacle 
Waysm facilitates consistency in hiring practices. 

 
• Pinnacle’s Executive Development Program identifies diverse talent and 

provides a structured learning opportunity to develop skills and 
competencies in the gaming, hospitality and entertainment industry. 

 
Rewarding and Retaining 
We work hard to assure that employees understand Pinnacle the organization, 
their property and their brand. It is important that employees know what is 
expected of them and understand how their jobs contribute to Pinnacles’ 
success.  
 

• Our total compensation system is fair, equitable, and consistent with 
industry standards and geographic differences.  
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• Career development is essential to sustain our competitive advantage. 
High potential talent internally is identified and nurtured through the 
Executive Bench Strength Program sm. This development system 
cultivates top performers for senior management positions within 
Pinnacle. Our high potential candidates attend Stanford University’s 
Graduate School of Business, Executive Management Program; 
participate in Checkpoint 360º Competency Feedback System and the 
DiSC© Leadership Profile; and exposure to on-going development and 
business presentations and activities, 

 
• We appreciate our talent and are creating recognition systems, 

Recognition: The Pinnacle Way, that aligns with Pinnacle’s business 
strategies. These systems will reinforce our commitment to customer 
service and enjoyment, organizational excellence, employee pride, 
commitment and enjoyment.  

 
Developing and Coaching 
“Today’s performance is a product of yesterday’s learning. Tomorrow’s 
performance 
 is a product of today’s learning.” Pinnacle provides numerous internal learning 
opportunities to develop and retain our talent rich in diversity and 
competency.   
 

• Pinnacle’s Learning and Performance Institutesm provides a unique, 
brand-led, competency based training development approach. We 
recognize that the only way to gain and sustain the competitive edge is 
to ensure that Pinnacle is learning faster than the competition.  
Managers are provided opportunities to attend strategic business and 
competency development classes as well as access to web-based 
learning activities on a regular and on-going basis. LPI classes have 
included High Performance Coaching, Pinnacle Business Drivers, and 
Agility: The Competency of Growth. 
 

• Performance Management: The Pinnacle Waysm is a performance 
planning and appraisal system. Our objectives are to motivate and coach 
employees toward greater self-development and improvement with open 
dialogue; provide a uniform means of managing salary adjustments 
based on employee performance; promote two-way communication and 
provide a link between work planning and strategically oriented 
organizational goals. 

 
Managing Communication 
Corporate Human Resources is committed to sharing organizational knowledge. 
All contemporary means of communication are used. 
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• Corporate Human Resources produces a quarterly newsletter, Pinnacle 
Presssm, produced in English and Spanish.  The Pinnacle Presssm, provides 
a hard-copy communication tool to inform all employees on corporate 
activities, business results, and upcoming news. Pinnacle Presssm, also 
provides a formalized communication channel to articulate and reinforce 
organizational, business and Human Resource strategies. 

 
• On the property level, there are a myriad of communication tools similar 

to other businesses like ours.  They include standard bulletin boards, 
electronic bulletin boards, electronic and voice mail, newsletters, 
magazines, and pre-shift meetings.   

 
• Each quarter, each property conducts a Town Hall Meeting.  This forum 

provides General Managers and Executive Teams an opportunity to 
present information to property employees and respond to their 
questions. A corporate representative is often present at these meetings 
to reinforce the strategic alignment of Pinnacle’s business goals and to 
answer organizational and corporate employee questions. This is an 
opportunity to communicate with property employees to dispel any 
perceived divide between “corporate” and “property.”  

 
• Individually centered, managers routinely dialogue about performance 

expectations and standards, as previously indicated. 
 

• Corporate Human Resources conducts a yearly “All Employee Survey” is 
at each property in the United States and at corporate headquarters in 
Las Vegas, NV.  We contract with an outside consultancy to design, 
implement, collect, and analyze data from the survey tool.  The results 
provide an organizational assessment or, an objective view of how we 
are doing with our employees.  It’s a “snapshot” of Pinnacle and our 
different environments, as seen by our corporate and property 
employees. 

 
• The results provide us with insights on the perception of employee work 

climates, cultures, company leadership and management.  These results, 
based on data rather than personal opinions, are then used to adjust to 
changes where need be, recognize our areas of strength and our 
opportunity areas for improvement.  A formal SMART Plan is developed 
at each property and is monitored throughout the year to assess changes 
and results 

 
Organizationally, we are values-based. In other words, to deliver our brand 
and make good on our promises, we collectively share common values. 
These values or principles form our collective foundation for our distinctive 
culture and our long-term business success. These values form 
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Pinnacle’sGuiding Principles sm 
 

 LEADERSHIP-  We develop and establish effective and clear 
expectations, strategies, 

       and plans to accomplish our vision by keeping our promises, 
aligning and empowering  
       the right people, behind the right strategies, with the right 
jobs. 

 
 INTEGRITY & TRUST - We do the right thing by exhibiting the 

highest standards of ethics, accountability and responsibility and 
demonstrate the Pinnacle values in all that we do. 

 
 FINANCIAL SUCCESS - We make sound financial business 

decisions that contribute to revenue growth, profitability, and 
shareholder value. 

 
 CUSTOMER FOCUS – We constantly keep a line-of-sight to the 

customer. We cultivate customer relationships and ensure   that 
the customer perspective is a driving force behind all value-
added business activities. 

 
 DRIVE FOR RESULTS - We set high goals for personal and group 

accomplishment and use measurement methods to monitor 
progress toward meeting and exceeding our goals. 

 
 INNOVATION - We are comfortable in fast-changing 

environments, willing to take risks, challenge the status quo, and 
continuously seek new and improved ideas, approaches, 
products, or solutions to problems and opportunities. 

 
 TEAMWORK - We work together building relationships and 

motivating partnerships with people of diverse backgrounds, 
across all functional areas to achieve our business goals. 

 
We not only bring our business to communities, we bring our values.  These 
values bring about positive changes. Pinnacle understands that change in one 
area of a community will result in changes in other areas; and that change in 
one area cannot be sustained without supporting changes in other areas of the 
community. When we come into a community, it is for life. 
 
Redeploying & Retiring 
 
Pinnacle values experience and talent. Our experienced and diverse workforce 
provides unique mentorship and coaching opportunities to others across the 
company. Pre-opening property groups are often comprised of experienced 
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talent. They assist in the acculturation process, recruiting and hiring 
employees, communicating the brand, developing, adapting, and implementing 
Pinnacle Standard Operating Procedures, Performance Standards, Orientation 
and Training, as well as the multitude of other systems that need to be in place 
for property openings. 
 

• Baby Boomers represent the generation most close to retirement. 
Therefore, we are on our toes developing internal talent to be agile and 
be prepared for redeployment. While participants of the Executive 
Development Programsm are being groomed for entry-level supervision 
and management positions, candidates of the Executive BenchStrength 
Programsm are in line and will assume critical senior leadership roles 
upon the retirement and/or redeployment of others. 
 
 

Corporate Human Resources works to effectively link HR practices to the 
business strategy. We direct our collective efforts toward translating business 
strategies to organizational effectiveness and Human Resource practices. To do 
so, we are not afraid to re-invent ourselves and consistently improve our 
practices to keep Pinnacle Entertainment’s competitive edge. 
 

27 



Exhibit C: SELECTED CIRRICULUM VITAE 
 
Humberto Trueba, Senior Vice President, Human Resources 
  
Mr. Trueba leads Pinnacle Entertainment’s company-wide human 
resources and training strategy.  Mr. Trueba joined Pinnacle 
Entertainment in October 2003 from Citicard, a division of 
Citigroup Inc., a diversified global financial services holding 
company providing a broad range of products and services to over 
200 million consumers and corporate customers in over 100 
countries and territories. While with Citigroup, Mr. Trueba served 
as National Training and Performance Director for the Credit Card 
division. In this role, he successfully led the initial training 
development and orientation of the Home Depot Credit Service 
portfolio launch.  
 
Prior to Citigroup, Mr. Trueba held various senior-level positions 
in Human Resources and Training for TeleTech, a global customer 
relationship and outsourcing solutions company operating in North 
America, Latin America, Asia-Pacific and Europe.  He has also 
worked for Walt Disney World as a senior manager in Park and 
Resort Operations, Human Resources, Training and Development 
and Organizational Design. He worked on several grand openings 
for Disney’s park and resort operations, including Animal 
Kingdom, Coronado, Disney Cruise Lines, Blizzard Beach, Disney 
Wide World of Sports and Disney All Star Sport.  
 
His academic achievements include a Bachelor's degree and a 
Master's degree in Food Science and Industry from Kansas State 
University. He also holds an executive MBA from the University of 
Denver and certifications from the University of Michigan and the 
Society for Human Resource Management in the areas of Human 
Resources, Training, Instructional Development and 
Organizational Development. 
 
 
Harry Moppins, MWDBE Compliance Officer 
 
Mr. Moppins joined Pinnacle Entertainment in April 2006, as the 
Company MWDBE Compliance Officer, from the St. Louis Minority 
Business Council, one of the leading affiliates of the National 
Minority Supplier Development Council that provides programs 
and activities to encourage strategic alliances between majority 
firms and minority-owned enterprises. Mr. Moppins served as 
Director MBE Services. In this role, he directed and administered 
minority vendor certification program (geographic responsibility 
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incl. part of the states of Missouri and Illinois), was the liaison 
between minority vendors and member companies, enhanced the 
growth and development of 300+ minority vendors through the 
participation of public and private sector procurement programs, 
and to provide seminars, workshops and assistance needed to 
sustain their business and get it to the next level. While at the 
Council Mr. Moppins served on several boards dealing with the 
issue of building capacity and capability for minorities and women 
firms in the construction industry in the St. Louis metropolitan 
region (13 counties in Missouri and Illinois). He was also a member 
of the City of St. Louis, Airport and City Certification Committee.   
 
Prior to the St. Louis Minority Business Council, Mr. Moppins held 
various senior-level positions in Human Resources in Fortune 100 
and 500 companies, as well as privately held and startup firms. He 
provided professional recruitment, employee assistance, training, 
job development, policy and procedures development, and 
governmental compliance as an Independent Human Resources 
Consultant for the Federal Government, Fortune 100 and 500 
companies and startup companies. 
 
His academic achievements include a Bachelor’s degree in 
Sociology from Washington University in St. Louis and a Master’s 
degree in Business Management and a Master’s degree in Business 
from Webster University in St. Louis. 
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