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SUMMARY: Assessment of the Diversity, Equity, and Inclusion (DE&I) efforts 
of the City of Charlotte 

 
Charge 
Conduct a 90-day assessment of the current state of the organization’s progress toward 
being a model for equity and inclusion.  To accomplish this task, a steering team of key 
individuals was formed, department liaisons established, data analyzed, peer cities 
compared, best practices examined, literature researched, and interviews conducted.  While 
this report represents the conclusion of these efforts within the 90-day timeline, additional 
analysis is warranted for the development and implementation of a comprehensive 
approach to achieving the diversity, equity, and inclusionary culture the City of Charlotte 
desires.   
 
What the assessment revealed 
The Community Relations Committee (CRC) has been in place since 1969 focusing on 
community based equity issues, mediation, and fair housing. Along with the CRC, over the 
past several years, the City of Charlotte has placed an expanded emphasis on increasing 
economic mobility while promoting diversity, 
equity, and inclusion (DE&I). The need for 
increased vigor in these efforts was highlighted 
by the civil unrest following the police officer 
involved shooting death of Keith Lamont Scott 
on September 20, 2016. Since that time, the city 
revised its efforts aimed at increasing DE&I. Along with these efforts, last year the 
organization’s first international and immigration manager was hired to bridge service gaps. 
Subsequently, in 2018, following the controversial and discordant City Council vote of 
whether the City of Charlotte should host the Republican National Convention (RNC), the 
Mayor called for an assessment of how the organization addresses the issues of 
discrimination and race internally, through its own programs, services, and practices. 
 
Through this assessment it has been found the organization is involved in over 120 activities 
that promote a component of DE&I. However, the organization fails to coordinate and 
leverage their strengths by correlating the activities. While many programs exist, and 
produce program-level impacts, the larger citywide synergies that can be realized by driven, 
coordinated, and measured outcomes remain unachieved. The current activities 
demonstrate a commitment toward advancing DE&I goals; however, the programs are 
administered in a disparate fashion, creating missed opportunities for leveraging efforts and 
maximizing broad and deep impacts that advance and embed the principles of DE&I across 
the entire organization. 
 

July 2018, Mayor Lyles called on City 
Manager Jones to conduct an internal 
assessment of the city’s equity and 
inclusion efforts. 
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DE&I Defined 
Any evaluation, assessment, or study, 
must start with common language and 
objective definitions. There are varying 
understandings of diversity, equity, and 
inclusion. After substantial research, 
analysis, and discussion, definitions were 
selected to build a foundational 
understanding of DE&I for purposes of 
this assessment. While the initial charge did not include the assessment of “diversity”, there 
was clear evidence and broad consensus that well thought-out equity and inclusionary 
efforts must involve a close consideration of diversity.  As such, diversity has been added to 
the assessment parameters to conduct a broader review. 
 
Diversity   
Includes all the ways in which people differ, encompassing the different characteristics 
that make one individual or group different from another.  
 
While diversity is often used in reference to race, ethnicity, and gender, the organization 
embraces a broader definition of diversity that also includes age, national origin, religion, 
political affiliations, disability, sexual orientation, gender identity, socioeconomic status, 
education, marital status, language, and physical appearance. The definition also includes 
diversity of thought: ideas, perspectives, and values. Also, individuals who affiliate with 
multiple identities are recognized.  
 
Equity  
The fair treatment, access, opportunity, and advancement for all people, while at the same 
time striving to identify and eliminate barriers that have prevented the full participation 
of some groups.  
 
Improving equity involves increasing justice and fairness within the procedures and 
processes of institutions or systems, as well as in the distribution of resources. Tackling 
equity issues requires an understanding of the root causes of outcome disparities within 
society. 
 
Inclusion  
The act of creating environments in which any individual or group can be and feel 
welcomed, respected, supported, and valued to fully participate.  
 
The City of Charlotte is committed to being a role model in championing a culture of DE&I.  
An inclusive and welcoming culture embraces differences and offers respect in words and 
actions for all people. It is important to note that although an inclusive group is by definition 

“Diversity is being invited to the dance. 
Equity is playing music we all can dance to. 

Inclusion is being asked to dance.” 
 

-Willie Ratchford, Director, 
Community Relations City of Charlotte 
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diverse, a diverse group is not always inclusive. Increasingly, recognition of subconscious or 
“implicit bias” helps organizations to be deliberate about addressing issues of inclusivity. 
 
Along with the obvious moral and social justice issues, there are many benefits to promoting 
DE&I throughout the organization. Benefits include attracting and retaining qualified talent 
and improving employee morale, both of which result in greater team member retention 
and higher performance.  
   
Over the past several years, the efforts to 
promote DE&I have advanced within the 
organization and the community. The 
organization’s DE&I work builds off the 
findings and recommendations of the 
Charlotte-Mecklenburg Opportunity Task Force report1. In so doing, the city demonstrates a 
commitment to actively addressing the challenges the workforce and community members 
face in relation to segregation and racism, a cross-cutting factor that the report identifies as 
“foundational to everything else.” The city should lead the charge in confronting and 
intentionally dismantling the inequities that are systematic and “exacerbate the divide in our 
community.”  
 

KEY FINDINGS 

 
This assessment provides findings and recommendations based on a comprehensive review 
and analysis of best practices, current literature, initiatives, comparison of initiatives of peer 
cities, and multiple internal stakeholder interviews. The findings of this 90-day assessment 
are meant to inventory the organization’s state of current initiatives and provide a basis for 
determining the next steps to further advance DE&I efforts. More analysis needs to be 
conducted to fully assess the impact of the current initiatives in place.  
 

No comprehensive DE&I strategy or coordinated approach for the multitude 
of efforts promoting DE&I 
The organization’s DE&I efforts can be strengthened by leveraging and improving 
coordination across departments and amongst initiatives. A full review of current initiatives 
may provide opportunities for the elimination of redundant initiatives that currently dilute 
resources and minimize the impact. 

                                                           
1 The Charlotte Mecklenburg Opportunity Task Force Report, Leading on Opportunity, March 2017: 

https://leadingonopportunity.org/wp-content/uploads/2017/03/20170320_LeadingOnOpportunity_Report.pdf  

The city’s DE&I work builds off the findings and 
recommendations of the Charlotte-Mecklenburg 
Opportunity Task Force report. 

https://leadingonopportunity.org/wp-content/uploads/2017/03/20170320_LeadingOnOpportunity_Report.pdf
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No designated leadership or identified budget to advance internal DE&I 
efforts  
The organization has the Department of Community Relations, the Charlotte Business 
INClusion program, and the Office of International Relations that focuses on community 
oriented DE&I initiatives and programs. However, there is no identified staff lead designated 
as the subject matter expert to drive DE&I efforts horizontally across the organization, nor 
is there specific and dedicated funding to coordinate the DE&I efforts across departments.  
 
DE&I initiatives are not fully integrated and driven across city departments 
Active efforts exist to engage the community and employees in furthering DE&I; yet, 
coordination, communication, and feasibility analysis of various programs do not occur on a 
systematic basis. Opportunities are lost in not sharing best practices and leveraging 
resources. Many activities are undertaken without fully studying the need, identifying 
available resources, stating intended outcomes, or establishing measurable goals.     
 
No overall measures exist to gauge the progress in advancing DE&I 
While many DE&I initiatives exist across departments, there is no consolidated effort to track 
the progress toward advancing DE&I efforts.  
 
Contracts for external service providers exist to promote DE&I efforts that are 
not reviewed for priority or impact 
The organization has several projects and programs related to DE&I that utilize external 
service providers. These initiatives should be broadly assessed to determine which of these 
services create the best return on investment and propel DE&I efforts forward so duplicative, 
inefficient, or disintegrated efforts can be reduced or eliminated. 
 
Partnerships exist, yet they are not readily known or leveraged across 
departments 
Many partnerships exist between individual departments and the external community, such 
as civic groups, non-profits, and businesses that also have a DE&I focus. However, 
comprehensive knowledge and intentional coordination of these partnerships have not been 
established. If these partnerships were centrally documented and coordinated for all 
departments to access, the impact of these partnerships could be leveraged, made more 
efficient, and magnified.  
 
  



 
 

 Assessment of Diversity, Equity and Inclusion Efforts – November 2018 5  
 

Many departments are unaware of the full extent of the city’s DE&I 
initiatives and are therefore unable to support and participate in applicable 
opportunities 
Research identified that a best practice of DE&I work includes consistently engaging 
employees in all areas of the organization to develop common goals and create 
opportunities for employee feedback. Several avenues currently exist to engage employees. 
Coordinated engagement opportunities include the Queen’s Team, public safety work 
group, leadership group meetings, Learning Coach Team, and employee surveys. While there 
is an opportunity to engage employee groups to better integrate and achieve principles of 
DE&I through the workforce, the lack of central DE&I management allows some of these 
opportunities to go unrecognized. Thus, the chance to highlight the importance of DE&I and 
articulate sound organizational principles is missed.   
 
The organization’s decentralized approach hinders DE&I efforts 
The previously adopted “run your business” city philosophy created an environment in 
which each department and its subordinate business units operated autonomously.  
Therefore, some functions are replicated across the organization creating an inefficient 
distribution of resources and inequitable application of policies and procedures. It is 
important to promote DE&I efforts systematically across departments and support common 
understanding and consistent application of policies, values, and messaging.  
 
Additionally, administrative policies need to be revised with respect to citywide impact and 
viewed through an equity lens. General policies that govern the organization’s functions 
should be administered centrally. While a concerted effort to review and revise outdated 
policies and procedures began over a year ago, many more still need to be identified and 
revised.   
 
DE&I efforts exist, however, few are targeted at identifying and removing 
barriers for people with physical and language barriers 
The organization needs to continue a focus on identifying barriers and working toward 
addressing service needs. These efforts ensure access to service for persons with disabilities 
and individuals whose first language is not English.   
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RECOMMENDATIONS   

Recommendation 1: 
Design and implement a Diversity, Equity, and Inclusion Strategic Plan 
 
Develop a strategic plan and corresponding action plan to provide a sense of direction and 
outline measurable goals. The plans should: 
 

• Establish a vision 

• Further define areas of need 

• Determine short and long-term goals 

• Target initiatives to address and detail actions for each 

• Determine trainings needed to establish baseline knowledge of issues and problem-
solving skills 

• Create meaningful outcome measures  

• Include on-going feedback to adjust plan to meet needs 

 
Recommendation 2: 
Commit resources for oversight and coordination  
 
Designate leadership and funding resources at the executive level to coordinate a DE&I 
program across city departments: 
 

• Designate a lead staff position (with executive level authority) 

• Prioritize and identify funding commitment  

• Establish department liaisons to continuously identify areas of improvement 

 
Recommendation 3: 
Coordinate recruitment and hiring practices and continue to conduct periodic 
DE&I training and professional development 
 
Human Resources should coordinate the overall activities of recruitment and hiring practices 
across the city. Systems and processes should be established to validate the composition of 
job postings, recruitment panels, interview questions, and hiring selections. This 
coordination should create a potential candidate centered approach to recruitment that 
leaves applicants with an overwhelming desire to work for the organization. In addition, 
Human Resources should continue to systematically conduct periodic DE&I trainings and 
professional development sessions for the entire organization.   
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Recommendation 4: 
Review and assess current DE&I activities for impact 
 
Conduct a complete review of the current initiatives for effectiveness, impact, and 
redundancy on programs and contracts that require continued funding or continued 
commitment prior to renewal, continuation, or expansion.   
 
Recommendation 5:  
Create DE&I partnership inventory  
 
Develop a central repository that accounts for external partnerships and key contacts to 
enhance DE&I efforts. This inventory should be maintained and updated to serve as a 
reference tool for increasing and leveraging opportunities within the community.   
 
Recommendation 6: 
Design and implement accountability structure 
 
Establish an accountability structure to measure the impact of DE&I activities. DE&I work 
should be a priority and measures established to ensure accountability toward tracking 
progress and outcomes. Consider incorporating DE&I quality measures into department 
directors’ performance expectations. 
 
Recommendation 7: 
Review and assess administrative policies for updates and DE&I  
 
Continue to assess administrative policies with a DE&I lens. While the city embarked on a 
concerted effort to revise outdated policies and procedures over a year ago, many more 
policies still need to be updated. For example, the Department of Human Resources 
identified 17 employee-centric policies, 13 have been reviewed and four remaining policies 
require a deeper review using a DE&I lens including:  
 

• AWOL (Absence Without Leave)  

• Education Assistance Policy  

• Employee Grievance Process  

• Nepotism 
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To ensure DE&I considerations are addressed, policies should be assessed using an equity 
tool similar to the ones used in Madison, Wisconsin2 and Seattle, Washington3. Sample tools 
can be found in Appendix E: Overview of City of Charlotte Peer Cities. 
 
Recommendation 8: 
Increase coordinated oversight of communications, human resources, and 
procurement related functions across city departments 
 
Standardized communication and marketing practices ensure that messaging to the 
community considers various audiences, religions, and languages. A coordinated and 
balanced approach to marketing the city should be outlined in the DE&I strategic plan. 
Continue the standardization of human resource functions and policy reviews. Fully assess 
procurement best practices and ensure coordinated oversight for procurement, including 
construction contracts across the organization. Central oversight of procurement will foster 
a more unified effort to promote Charlotte Business INClusion (CBI) efforts.  
 
Coordinated oversight is important to establish consistency in how the organization 
functions internally and with the community. Coordinated and collaborative approaches 
provide more leverage for opportunities, create efficiencies, and ensure equity. 
 
Recommendation 9: 
Expand outreach and capacity building efforts for Minority Women Small 
Business Enterprises (MWSBEs) citywide through increased planning, 
development, collaboration, and measurement 
 
The Department of Economic Development, in conjunction with the CBI office in the 
Department of Finance, should develop an action plan to address the expansion, capacity 
building, and outreach efforts for MWSBEs.  The action plan should include an integrated 
approach that includes: 
 

• Access to financial and human capital 

• Access to opportunities 

• Business support services 

• Customized training 

• Strengthening management, operations, and infrastructure 

• Targeted outreach 

                                                           
2 City of Madison, Wisconsin’s Racial Equity & Social Justice Initiative: https://www.cityofmadison.com/civil-rights/programs/racial-equity-social-justice-

initiative    
3 Seattle Office for Civil Rights, Racial Equity Toolkit, http://www.seattle.gov/civilrights/programs/race-and-social-justice-initiative/racial-equity-toolkit  

https://www.cityofmadison.com/civil-rights/programs/racial-equity-social-justice-initiative
https://www.cityofmadison.com/civil-rights/programs/racial-equity-social-justice-initiative
http://www.seattle.gov/civilrights/programs/race-and-social-justice-initiative/racial-equity-toolkit


 
 

 Assessment of Diversity, Equity and Inclusion Efforts – November 2018 9  
 

Recommendation 10: 
Continue to focus on identifying barriers and create Americans with 
Disabilities (ADA) and Language Access transition plans 
 
Create Americans with Disabilities and Language Access transition plans. Fully 
implementable plans should be developed to address the specific needs of persons with 
disabilities and individuals whose first language is not English to ensure equitable access to 
all of the city’s resources and services. Provide continued support to the Department of 
Community Relations and the Office of International Relations in spearheading this effort. 
 
Recommendation 11: 
Adapt the “Bridging the Difference” outreach initiative by Charlotte-
Mecklenburg Police Department (CMPD), and the departments of Community 
Relations, and Housing and Neighborhood Services beyond public safety 
topics to encompass racial healing and equity 
 
Adapt the scope of the “Bridging the Difference” outreach model from public safety topics 
to include racial healing and equity. This should be a coordinated effort that methodically 
creates facilitated dialogue sessions for community and employee groups simultaneously.  
These sessions should recognize the importance of people sharing their stories and truly 
listening to the stories of others in the journey towards healing the trauma of past and 
present injustices. 
 
Recommendation 12: 
Increase DE&I awareness and knowledge through employee engagement 
 
Current methods of engagement with employees should be assessed to determine 
opportunities to leverage for DE&I.  
 
Increase communications by:  
 

• Building a foundational understanding of the need 

• Educating on aspects of history that tie into issues present today, such as barriers to 
access services 

• Developing a cohesive and collaborative communications and marketing plan 

• Highlighting DE&I initiatives and opportunities for internal communications  

 
Training and development: Continue the intentional focus on providing implicit bias training 
so employees are aware of how unintentional biases can influence decision making. 
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Survey staff: Include questions to benchmark current state of knowledge and interest in 
DE&I. Based on results, develop targeted initiatives in collaboration with employee groups. 
Use subsequent surveys to assess progress. 
 
Engage Leadership: To truly make diversity, equity, and inclusion integral and interwoven 
within all that the city does, requires active support, feedback and participation from 
leadership across the organization. There should be a focus on discussing DE&I efforts at 
leadership team meetings and regular reviews of current progress. 
 
Recommendation 13: 
Continue the DE&I efforts on a community-wide basis following the 
development and implementation of the city’s strategic plan   
 
Engage community members, business leaders and other non-government organizations to 
develop a cohesive strategy designed to build a community that values all people and their 
needs equally, allows for a representative voice in governance and planning and ensures all 
have access to sustainable livelihoods, housing, and affordable basic services.  

  



 
 

 Assessment of Diversity, Equity and Inclusion Efforts – November 2018 11  
 

BACKGROUND  

 
While the City of Charlotte promotes diversity, equity, and inclusion, Mayor 
Lyles called on City Manager Jones to provide an assessment of the city’s 
current activities and to provide recommendations on the path forward. 
 
At the July 16, 2018 City Council meeting the Mayor called for an assessment to be 
conducted of the city’s progress toward addressing issues of equity and inclusion: 
 
 “…I also heard, very much, the words around equity and inclusion; and all those words that 
made me recall that after the Keith Lamont Scott shooting that we said as a Council; that we 
would review all of our policies to see if we have equity and inclusion. 
 
So with that, I’m going to call for that study, within our own government first, and then 
encourage it to expand beyond our government and our 8,000 employees; that we begin an 
inclusive study in the next 90 days to build a more inclusive, equitable Charlotte; that we 
include in that, that we address the issues of discrimination and race among ourselves first 
in every policy, procedure, and practice we have. 
 
That can be just as simple as how we conduct these meetings; to how we deliver the services, 
and how do we build on our city. It’s something that is required. I love this city in a very 
tangible way and I know if we build on our values and actually work hard at it, we can be 
what we want for our kids and our grandchildren.” 
 

IMPORTANCE OF STRATEGIC PLANNING AND LEADERSHIP 

 
No comprehensive DE&I strategy or coordinated approach for the multitude of efforts 
promoting DE&I 
 
Historically, across the nation, systems of 
power have been established, formally as 
well as unintentionally, which grant 
privilege and access unequally such that 
inequity and injustice result. This must be 
continuously addressed and changed. 
Embracing values, policies, and practices that ensure that all people are represented and 
treated fairly in the work place, through delivery of service, without regard to race/ethnicity, 
national origin, age, physical or mental disability, sexual orientation, gender, and gender 

Embracing values, policies, and practices that 
ensure that all people are represented and 
treated fairly should be woven into the fabric 
of the organization. 
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identity should be woven into the fabric of the organization4. To address the issues of 
systemic inequities, a comprehensive approach should be developed through an assessment 
process resulting in a strategic plan. 
 
Taking a step back to not only assess but acknowledge that barriers and inequities exist is a 
challenging task. A strategic plan can help guide long term vision by providing tools to change 
day-to-day decisions. In other words, strategic planning is about influencing the future rather 
than simply preparing or adapting to it5. The focus is on aligning organizational resources to 
bridge the gap between present conditions and the envisioned future.  
 
Best practices and literature review 
concluded that establishing a strategic plan 
is important toward achieving the desired 
results. “The Advancing Equity and 
Inclusion, A Guide for Municipalities”6 cites 
10 key factors for success in creating and 
sustaining equity and inclusion. One key 
factor proposed is, “create mandates and 
directives”. The literature suggests: 
 

• Linking efforts with existing City 
Council policies and directives, 
corporate strategic plans (citywide 
or by department), and thematic strategic plans. 

• Getting equity and inclusion into the strategic plan accords value and sets the 
groundwork for focused efforts over the medium and long-terms. 

 
The organization currently has a diversity philosophy in place, yet no coordinated plan to 
promote advancement of DE&I. The diversity philosophy7 states: 
 

“We believe that diversity contributes to our performance, the services we provide, the 
communities in which we live and work, and the lives of our employees and customers.  
By promoting an inclusive environment where everyone respects individuals and values the 
contributions of people of different backgrounds, experiences, and perspectives, we can 
enrich and strengthen the quality of the products and services we deliver.” 

                                                           
4Statement on Cultural Equity, Americans for the Arts: https://www.americansforthearts.org/about-americans-for-the-arts/statement-

on-cultural-equity  
5 Strategic Planning, A Basic Framework, Brent Stockwell: http://www.gfoa.org/sites/default/files/GFR041634.pdf  
6Advancing Equity and Inclusion, A Guide for Municipalities, City for All Women Initiative (CAWI), 2015: http://www.cawi-

ivtf.org/sites/default/files/publications/advancing-equity-inclusion-web.pdf  
7 Diversity culture, City of Charlotte, North Carolina, 2018:https://charlottenc.gov/HR/Pages/Culture.aspx  

“Truly forward-thinking, innovative companies 
are those that prioritize diversity efforts, 

ensuring that everyone—from the CEO to each 
and every employee—not only understands the 

importance of diversity and how it benefits 
their organization, but advocates for it.  Data 
indicates that diversity drives innovation and 
results in better performance among teams 

and, ultimately, a higher success rate for 
companies.” 

-Janel Martinez, Greenhouse Blog 

https://www.americansforthearts.org/about-americans-for-the-arts/statement-on-cultural-equity
https://www.americansforthearts.org/about-americans-for-the-arts/statement-on-cultural-equity
http://www.gfoa.org/sites/default/files/GFR041634.pdf
http://www.cawi-ivtf.org/sites/default/files/publications/advancing-equity-inclusion-web.pdf
http://www.cawi-ivtf.org/sites/default/files/publications/advancing-equity-inclusion-web.pdf
https://charlottenc.gov/HR/Pages/Culture.aspx
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While many innovative programs 
currently exist throughout the 
organization, they are implemented in 
a disparate fashion without an 
identified common purpose. No 
guiding document or philosophy exists 
to provide direction, designated 
funding resources, coordinated 
leadership, or clearly defined measures 
to track progress. A strategic plan will provide a road map to help the organization get from 
where it is currently to where it wants to be. Milestones should be noted in specific terms 
as measurable objectives to identify progress toward the goals.  
 
A strategic plan and a corresponding action plan will provide a more cohesive approach to 
synergize and fully leverage programming across departments. A well thought out action 
plan will function as the tool to guide day-to-day decisions, evaluate progress and identify 
changing approaches to move forward.   
 
 
Recommendation 1: Design and implement a Diversity, Equity and Inclusion Strategic Plan 
 
Develop a strategic plan and corresponding action plan to provide a sense of direction and 
outline measurable goals. The plans should: 
 

• Establish a vision 

• Further define areas of need 

• Determine short and long-term goals 

• Target initiatives to address and detail actions for each 

• Determine trainings needed to establish baseline knowledge of issues and problem-
solving skills 

• Create meaningful outcome measures  

• Include on-going feedback to adjust plan to meet needs  

A strategic plan and a corresponding action plan will 
provide a more cohesive approach to synergize and 
fully leverage programming across departments. A 
well thought out action plan will function as the tool 
to guide day-to-day decisions, evaluate progress and 
identify changing approaches to move forward.   
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No designated leadership or identified budget to advance internal DE&I efforts  
 
The Department of Community Relations, the CBI program, and the Office of International 
Relations focuses on outward facing DE&I initiatives and programs. However, there is neither 
assigned staff nor designated funding to coordinate DE&I efforts.  
 
In researching practices for resourcing 
DE&I, a key take-away came from 
Seattle, Washington; in addition to an 
adopted budget for Seattle’s Office for 
Civil Rights (OCR), each city 
department has a budget for race and 
social justice initiatives. Each year 
when the budget is proposed, both OCR and departments can request additional funding.  
 
Throughout the year, OCR and departments partner on services and initiatives. Dedicated 
funds have been most instrumental in driving diversity, equity, and inclusion initiatives and 
OCR believes the city’s budget is an expression of its values.  
 
The Center for Social Inclusion recognizes building organizational capacity as a citywide 
strategy for achieving equity. While the leadership of management is critical, changes take 
place on the ground, through building infrastructure that creates racial equity experts and 
teams throughout the city government8. Identifying a staff resource or a team to spread best 
practices and policy awareness drives commitment to DE&I as an enterprise-wide effort, 
integral to city activities9. 
 
The National League of Cities approves of making 
a public declaration when beginning the initial 
steps of integrating such a comprehensive 
initiative citywide10. A public declaration allows 
the city to officially announce and publicize the 
local government’s position on DE&I related 
issues. By identifying a lead to be responsible for 
the administration and promotion of DE&I, the organization can make this initiative visible 
to employees and the community.  
 
 

                                                           
8 Racial Equity Action Plans, A How-to Manual, Center for Social Inclusion: https://www.racialequityalliance.org/resources/racial-equity-

action-plans-manual/  
9 Profiles in High-Performance Government: Cities on the Move, Equipt to Innovate, 2018: http://www.governing.com/papers/Profiles-

in-High-Performance-Government-Cities-on-the-move-100801.html  
10 Race, Equity, and Leadership (REAL), National League of Cities (NLC), 2017: https://www.nlc.org/corporate-partnership-program/race-

equity-and-leadership-real  

By identifying a lead position to be 
responsible for the administration and 
promotion of DE&I, the organization can 
make this initiative visible to employees 
and the community.  

The Department of Community Relations, the CBI 
program, and the Office of International Relations 
focuses on outward facing DE&I initiatives and 
programs. However, there is neither assigned staff 
nor designated funding to coordinate DE&I efforts. 

https://www.racialequityalliance.org/resources/racial-equity-action-plans-manual/
https://www.racialequityalliance.org/resources/racial-equity-action-plans-manual/
http://www.governing.com/papers/Profiles-in-High-Performance-Government-Cities-on-the-move-100801.html
http://www.governing.com/papers/Profiles-in-High-Performance-Government-Cities-on-the-move-100801.html
https://www.nlc.org/corporate-partnership-program/race-equity-and-leadership-real
https://www.nlc.org/corporate-partnership-program/race-equity-and-leadership-real
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International City Management Association 
(ICMA) also recognizes the importance of the 
leadership role in creating and maintaining 
resilient and livable communities. Leadership 
should take a proactive approach to service 
delivery and decision making that accounts for 
underlying differences in opportunities, burdens, 
and needs, to equitably improve the quality of life for all11. ICMA ultimately recommends 
that for this leadership role to develop as the centralized driver, the role needs to be a 
permanent position. 
 
Living Cities leads an initiative called, “25 Disruptive Leaders”, as a way to celebrate the 
organization’s 25th anniversary. This initiative recognizes individuals who have stepped 
outside of the box to create change and improve economic outcomes for low-income people 
in America’s cities. Living Cities recommends that decision making made by leaders should 
act with urgency and unrestrained imagination. The changes we need to see in cities won’t 
happen by luck or chance, but by a different type of leadership12.  
 
Best practice research and benchmarks compared against peer cities confirmed these 
assumptions. These principles found within the recommendations of this report 1: Design 
and implement a Diversity, Equity, and Inclusion Strategic Plan and 2: Commit resources for 
oversight and coordination are derivatives of a literature review and can be further observed 
in Table 1 as best practices. Examination of Mecklenburg County’s DE&I program was also 
considered due to the county’s close relation to the City of Charlotte. Additionally, 
supplemental best practice information on national peer cities and North Carolina cities can 
be found in Appendix E: Overview of City of Charlotte Peer Cities. 
 
  

                                                           
11 Practices for Effective Local Government Leadership, International City Management Association (ICMA): https://icma.org/practices-

effective-local-government-leadership  
12 25 Disruptive Leaders Who Are Working to Close the Racial Opportunity Gaps, Ben Hecht, Living Cities, 2016: 

https://www.livingcities.org/blog/1110-25-disruptive-leaders-who-are-working-to-close-the-racial-opportunity-gaps  

Leadership plays a key role in providing 
a proactive approach to service delivery 
and leaders should act with urgency and 
unrestrained imagination to equitably 
improve the quality of life for all. 

https://icma.org/practices-effective-local-government-leadership
https://icma.org/practices-effective-local-government-leadership
https://www.livingcities.org/blog/1110-25-disruptive-leaders-who-are-working-to-close-the-racial-opportunity-gaps
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Table 1 

 
 
 
 
 
 
 

 

Recommendation 2: Commit resources for oversight and coordination  
Designate leadership and funding resources at the executive level to coordinate a DE&I 
program across city departments: 
 

• Designate a lead staff position (with executive level authority) 

• Prioritize and identify funding commitment  

• Establish department liaisons to continuously identify areas of improvement

City of Charlotte Peer Cities 
 
 
Peer City 

Best Practice 

Strategic Plan Leadership Budget Methodology 
and Tracking 

Employee 
Engagement 

Atlanta, GA      

Austin, TX      
Denver, CO      
Minneapolis, MN      
Portland, OR      
San Diego, CA      
Arlington, TX      
Columbus, OH      
Dallas, TX      
Fort Worth, TX      
Houston, TX      
Indianapolis, IN      
Kansas, MO      
Long Beach, CA      
Louisville, KY      
Memphis, TN      
Nashville, TN      
Omaha, NE      
Tulsa, OK      
Seattle, WA      
Mecklenburg Co.      
“Yes” Total 9 11 9 9 9 

Table 1 Note: 
After gathering peer city information, responses were categorized as, “yes”, or “no”. In a few cases peer 
cities were in the process of implementing a best practice through their upcoming budget process. 
However, these occurrences were categorized as “no”, because the specific practice was not 
implemented at the time of the survey. 
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CITY OF CHARLOTTE EMPLOYEE AND POPULATION PROFILE  

 
The organization’s workforce is not completely representative of the population of 
Charlotte 
 
An organization can be disconnected from the community it serves by the lack of attention 
to creating a diverse and culturally competent environment. The lack of sensitivity to the 
needs of the internal and external 
audiences for connection and a 
sense of belonging puts the 
organization at risk of becoming 
chained by tradition and mired in 
tunnel vision. Values, behaviors, 
attitudes, practices, policies, and 
structures that make it possible for 
cross-cultural communication, 
guide a culturally competent 
organization. When all cultures of the community are recognized, respected, and valued, 
culturally competent organizations can meet the needs of diverse groups. Valuing diversity 
means accepting and respecting differences between and within cultures. “We often 
presume that a common culture is shared between members of racial, linguistic, and 
religious groups, but this may not be true. As people move to new areas and meld with other 
cultures, it creates a kaleidoscope of subcultures within racial groups. Gender, locale, and 
socioeconomic status can sometimes be more powerful than racial factors. Bias due to 
historical cultural experiences can explain some current attitudes.” 13 
 
There is an authenticity to the organization’s workforce reflecting the community it serves. 
Cultural knowledge should be integrated into every facet of an organization. Employees 
must be trained and be able to effectively utilize the knowledge gained. Policies should be 
responsive to cultural diversity. Program materials should reflect positive images of all 
cultures. In the last few years, DE&I efforts have increased nationwide and having a diverse 
group of people working together is advantageous. A diverse group of employees allows for 
a wide spectrum of ideas, backgrounds, and skills that can help the organization evolve 
faster.  Language barriers and cultural differences can often act as obstacles to having an 
actively engaged community. However, hiring employees of different cultures and who 
speak different languages can help the organization interact on a broader scale. Reflecting 
the nationalities of the community within the organization can help to make it more 
relatable. 
 

                                                           
13   Section 7. Building Culturally Competent Organizations, Community Tool Box: https://ctb.ku.edu/en/table-of-

contents/culture/cultural-competence/culturally-competent-organizations/main  

There is an authenticity to the organization’s workforce 
reflecting the community it serves. Cultural knowledge 
should be integrated into every facet of an organization. 
Employees must be trained and be able to effectively utilize 
the knowledge gained. Policies should be responsive to 
cultural diversity. Program materials should reflect positive 
images of all cultures. 

https://ctb.ku.edu/en/table-of-contents/culture/cultural-competence/culturally-competent-organizations/main
https://ctb.ku.edu/en/table-of-contents/culture/cultural-competence/culturally-competent-organizations/main
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Though we may share things in common with other individuals, at the end of the day, 
everyone is their own person and can bring different perspectives to the table, which is why 
diversity is so important amongst a team. Hiring people with different personalities and at 
varied stages of their career can help foster creativity and offer a range of perspectives and 
ideas.14  
 
While the organization strives to create a diverse 
workforce, the city employee population is generally 
less diverse across all races relative to the city 
population. For example, the city population is 
proportionately more African American and Asian 
Americans than city employees, each by over four 
percent. Chart 1 compares the demographics of City 
of Charlotte employees with the city’s population. 
There are a few important notes: 
 

• City of Charlotte employee data is from 
October 24, 2018. 

• Census data is 2016 American Community Survey 5-year estimates, for 2017. 

• The organization does not differentiate between race and ethnicity, while the Census 
does. 

o Race refers to physical characteristics while ethnicity refers to cultural 
differences. 

o Census data captures Hispanic as an ethnicity (13.7 percent), while the city's 
data captures Hispanic as a race. For Census data, Hispanic individuals may 
identify in various race classifications. 

o City of Charlotte does not capture "other" (4.9 percent) as a race category. 
  

                                                           
14 What are the Benefits of Diversity in the Workplace?, Undercover Recruiter: https://theundercoverrecruiter.com/benefits-diversity-

workplace/  

A diverse group of employees allows 
for a wide spectrum of ideas, 
backgrounds and skills that can help 
the organization evolve faster. Hiring 
people with different personalities 
and at varied stages of their career, 
fosters creativity and allows for a 
range of perspectives. It can also help 
the organization interact with the 
community it serves on a broader 
scale. 

https://theundercoverrecruiter.com/benefits-diversity-workplace/
https://theundercoverrecruiter.com/benefits-diversity-workplace/


 
 

 Assessment of Diversity, Equity and Inclusion Efforts – November 2018 19  
 

Chart 1 

 
 
Overall, the organization’s workforce is not fully 
representative of the city’s population. For 
example, (Table 2), while there is a minority 
population in Charlotte of 49.3 percent, 
minorities make up 26.0 percent of non-public 
safety executive positions, and 31.3 percent of 
non-public safety management positions. Looking 
at gender representation, there are fewer non-
public safety female employees at 37.0 percent, and public safety female employees at 10.6 
percent, as compared to the overall city female population of 47.9 percent.  
 
Areas for further targeted improvement exist within public safety. In public safety positions, 
White employees make up 76.9 percent of the workforce, yet whites make up only 50.7 
percent of Charlotte’s population. There is also less minority representation in fire 
management positions. While the overall minority population is 49.3 percent, the staffing of 
police and fire management are 23.9 and 13 percent minority respectively.   
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Charlotte Demographics

City of Charlotte (2017) City Employees (2018)

Notes: *Census data captures Hispanic as an ethnicity (13.7%) not as a race, while the city's data captures
Hispanic as a race. For Census data Hispanics may be captured in various race classifications.
**City of Charlotte does not capture "other" as a race category

Areas for further targeted improvement 
exist within public safety. In public safety 
positions, White employees make up 
76.9 percent of the workforce, yet whites 
make up only 50.7 percent of Charlotte’s 
population. 
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Table 2  

Employee Demographics by Job Category as Compared to Charlotte’s Population 
Gender, Race, and Ethnicity - City Employees and Population 

Census Data estimates as of 2017, Employee Data October 2018 
(See Chart 2 for Job Category Definitions) 

Category Total 
Count 

% 
Female 

% 
Male 

% 
American 

Indian/ 
Alaska 
Native 

% 
Asian  

% Native 
Hawaiian / 

Pacific 
Islander 

% Black / 
African 

American 

% 
Hispanic 
/Latino 

% Two  
or More 
Ethnic 
Groups 

% White 

Non-Public Safety 

Executive 73 39.7% 60.3% 1.4% 1.4% 0.0% 23.3% 0.0% 0.0% 74.0% 

Professional/ 
Management 1,449 48.0% 52.0% 0.2% 3.9% 0.1% 23.9% 2.7% 0.6% 68.7% 

Clerical 687 72.8% 27.2% 0.6% 1.2% 0.0% 48.5% 6.8% 0.7% 42.2% 

Protective Services 89 24.7% 75.3% 0.0% 2.2% 0.0% 20.2% 2.2% 1.1% 74.2% 

Service 
Maintenance 223 7.2% 92.8% 0.4% 0.9% 0.0% 83.9% 3.1% 0.4% 11.2% 

Skilled Craft 1,286 17.7% 82.3% 0.5% 0.7% 0.1% 58.6% 4.0% 0.2% 35.9% 

Technicians 700 25.1% 74.9% 0.4% 1.1% 0.0% 26.3% 4.9% 0.3% 67.0% 

Subtotal Non-
Public Safety 4,507 37.0% 63.0% 0.4% 1.9% 0.0% 40.8% 4.0% 0.4% 52.4% 

Public Safety 

Fire Rank 1,016 3.2% 96.8% 0.2% 1.0% 0.0% 13.1% 13.1% 0.1% 82.0% 

Fire Management 46 4.3% 95.7% 0.0% 0.0% 2.2% 10.9% 10.9% 0.0% 87.0% 

Police Rank 1,724 14.8% 85.2% 0.5% 2.3% 0.0% 17.5% 17.5% 0.3% 73.7% 

Police Management 109 15.6% 84.4% 0.0% 1.8% 0.0% 20.2% 20.2% 0.0% 76.1% 

Subtotal Public 
Safety 2,895 10.6% 89.4% 0.4% 1.8% 0.0% 15.9% 4.8% 0.2% 76.9% 

Total All City 
Employees 7,402 26.7% 73.3% 0.4% 1.9% 0.0% 31.1% 4.3% 0.4% 62.0% 

Total City 
Population15 859,035 47.9% 52.1% 0.3% 6.0% 0.1% 35.3% * 2.8% 50.7% 

 
Notes: *  Census data captures Hispanic as an ethnicity (13.7%) not a race, while the city's data captures Hispanic as a race. 

For Census data, data users should be aware of methodology differences that may exist between different data 
sources and may not add up to 100%. 
City of Charlotte does not capture " other"(4.9%) as a race category 

 

 

                                                           
15 Charlotte City, North Carolina, United States Census Bureau, U.S. Department of Commerce, 2018: 
https://www.census.gov/quickfacts/fact/table/charlottecitynorthcarolina/POP060210   
 

https://www.census.gov/quickfacts/fact/table/charlottecitynorthcarolina/POP060210
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   City of Charlotte Job Category Definitions 
 

Non-public Safety Job Categories 

 

Executive: Assistant department director and above. 

Professional/Management: Occupations which require specialized and theoretical knowledge usually acquired 
through college training or through work experience and other training which provides comparable knowledge. 
Example: accountants. 

Clerical: Occupations in which workers are responsible for internal and external communication, recording and 
retrieval of data and/or information, and other paperwork required in an office. Examples: office assistants and 
customer service representatives. 

Protective Services: Occupations in which workers are entrusted with public safety, security, and protection from 
destructive forces, but not public safety (Police and Fire) uniformed classes. Example: animal control officers. 

Service Maintenance: Occupations in which workers perform duties which result in or contribute to the comfort, 
convenience, hygiene, or safety of the general public or which contribute to the upkeep and care of buildings, facilities, 
or grounds of public property. Examples:  kennel attendants, laborers, and street crew members. 

Skilled Craft: Occupations in which workers perform jobs which require special manual skill and a thorough and 
comprehensive knowledge of the process involved in the work which is acquired through on-the-job training and 
experience or through apprenticeship or other formal training programs. Examples: electricians and heavy equipment 
operators. 

Technicians: Occupations which require a combination of basic scientific or technical knowledge and manual skill 
which can be obtained through specialized post-secondary school education or through equivalent on-the-job training. 
Examples: computer programmers, drafters, and survey technicians. 

 

Public Safety Job Categories 

 

Fire Rank: Hourly sworn firefighters in public safety pay plan – firefighter I, firefighter II, firefighter engineer, and fire 
captain (first level supervisor). 

Fire Management: Salaried sworn fire – battalion fire chief (second level supervisor) and command staff through fire 
chief. 

Police Rank: Hourly sworn officers in public safety pay plan – police officers and sergeants (first level supervisor). 

Police Management: Salaried sworn police – police lieutenant (second level supervisor) and command staff through 
police chief. 

Chart 2 
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EQUAL PAY FOR EQUAL WORK 

Equal pay is a key part of the 
organization's social responsibility. Pay 
systems that are transparent and reward 
the entire workforce fairly, send a 
positive message about an organization’s 
values and ways of working. Pay is one of 
the key factors affecting motivation and 
relationships at work16. So it’s important 
to develop pay arrangements that are not 
only right for the organization, but 
reward all employees fairly by providing 
equal pay for equal work. Providing equal 
pay results in good employee morale, 
increased efficiency and productivity, and 
helps to attract the best employees, 
reduce staff turnover, increase 
commitment, and reduce absenteeism.17  
 
GENDER PAY EQUITY 

In most media reports, the gender gap refers to 
the median annual pay of all women compared to 
the median pay of all men, regardless of job. The 
popular statistic quoted is that women are paid 
80 cents for every dollar paid to men, thus there 
is a 20 percent pay gap. For the purposes of this 
assessment, the gender pay gap is defined as the 
gap between what men and women are paid for 
the same type of job.   
 
The Equal Pay Act was enacted in 1963, and it mandates equal pay for “equal work on jobs 
the performance of which requires equal skill, effort, and responsibility, and which are 
performed under similar working conditions, except where such payment is made pursuant 
to (i) a seniority system; (ii) a merit system; (iii) a system which measures earnings by 
quantity or quality of production; or (iv) a differential based on any other factor other than 
sex.”  
 

                                                           
16 Deep Dive: Looking Beneath the Surface of the Gender Pay Gap, John H. Davis, PH.D., CCP, Davis Consulting, World at Work, WorkSpan 

October 2018, https://www.worldatwork.org/workspan/articles/deep-dive  
17 Why is equal pay important?, Equality and Human Rights Commission: https://www.equalityhumanrights.com/en/advice-and-

guidance/why-equal-pay-important  

Overall, the average difference between 
male and female salaries within job titles 
is less than two-tenths of one percent. 
Although, limitations on the data prevent 
any major conclusions, the data does hint 
toward the organization appropriately 
paying equal pay for equal work between 
genders. 

https://www.equalityhumanrights.com/en/node/2206
https://www.worldatwork.org/workspan/articles/deep-dive
https://www.equalityhumanrights.com/en/advice-and-guidance/why-equal-pay-important
https://www.equalityhumanrights.com/en/advice-and-guidance/why-equal-pay-important
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To determine if the City of Charlotte government provides equal pay for equal work, the 
average male and female salaries were compared within the 142 job titles in which there are 
at least two employees from each gender.  Although the comparison carries a caveat in that 
qualification, performance, and experience differences are not factored; it is a large 
enough sample size to show if there any major overall inequities. 
 
Overall, the average difference between male and female salaries within job titles is less 
than two-tenths of one percent. Male employees earn more than female employees on 
average within 71 of the 142 job titles. Female employees earn more than male employees 
on average within 70 of the job titles and each earns the same in one job title. While 
limitations on the data prevent any major conclusions, the data does point towards Charlotte 
appropriately paying equal pay for equal work between genders.   
 
Table 3 

Comparison of Average Salary by Gender Within Same Job Title 
Number of job titles with at least 2 employees of each gender 141 
Number of job titles where males earn more than females on average 71 
Number of job titles where females earn more than males on average 70 
Average percent difference between males and females within job titles 0.2% 

Source: City of Charlotte employee data as of October 24, 2018 
 
Although the data points to males and females earning equitable salaries within the same 
job title, males earn more on average than females in seven broad categories (executive, fire 
rank, police rank, professional, protective services, skilled craft, and technicians), while 
females earn more than males in only four (clerical, fire management, police management, 
and service maintenance, see Table 4).   
 
Table 4 

Comparison of Average Salary by Gender within Job Categories* 
Job Category Female 

Average 
Male 

Average 
Difference        

(Female over Male) 
Difference          

(Male over Female) 
Clerical $44,132 $43,372 1.75%   
Executive $151,864 $154,906   2.00% 
Fire Management $117,927 $109,999 7.21%   
Fire Rank $63,590 $66,809   5.06% 
Police Management $107,893 $103,419 4.33%   
Police Rank $65,021 $67,728   4.16% 
Professional $78,452 $85,037   8.39% 
Protective Services $47,752 $52,913   10.81% 
Service Maintenance $33,649 $32,276 4.26%   
Skilled Craft $44,023 $47,201   7.22% 
Technicians $52,620 $59,508   13.09% 

Source: City of Charlotte employee data as of October 24, 2018 
*See Chart 2 for Job Category definitions 
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The findings may not indicate a problem, as qualifications and years of experience may tilt 
to one gender within any particular category as depicted in Table 4. For example, males in 
the police rank category have an average of nearly two years more experience than their 
female counterparts, likely contributing to the four percent difference in salary. Although 
this data does not necessarily signify a problem, it is an indicator that further qualitative 
analysis is necessary to determine there are no barriers preventing one gender from 
advancing to a higher paying job title or category.   
  

RACE AND ETHNICITY PAY EQUITY 

 
To determine if the organization provides equal pay for equal work across its two most 
predominant races, the average annual salaries for white and African American employees 
were compared across the 149 job titles with at least two employees from each race.  Even 
though the comparison does not consider qualifications, performance, or years of service, 
it is a large enough sample size to use as a general comparative tool.   Within these job 
titles, African Americans earn a higher salary on average in 74 of the job titles.  White 
employees earn a higher salary on average in 73 of the job titles. There are two titles where 
they earn the same average salary. The overall average difference within job titles is African 
Americans earn one-tenth of one percent more on average.    
 
Table 5 

Comparison of Average Salary Within Same Job Title Between White and African American 
 

Number of Job Titles with at least 2 employees from both races 149 

Number of Job Titles where African American employees earned more on 
average 

74 

Number of Job Titles where white employees earned more on average 73 

Average difference between white and African Americans within job titles 0.1% 
Source: City of Charlotte employee data as of October 24, 2018 
 
Although the Census Bureau does not define 
Hispanic as a race, the city currently allows an 
employee to self-report their race as Hispanic. 
Due to this distinction, the city may have a 
number of employees who define themselves 
as one race to the city, but report themselves 
as Hispanic for ethnicity to the Census Bureau. 
Although this influences the data, there are 
318 employees who report themselves as 
Hispanic.  Currently there are 34 job titles with at least two white employees, two African 
American employees, and two Hispanic employees. 

Despite limitations, the data does show a 
relatively even distribution of pay by race and 
ethnicity across categories. There are certain 
categories (such as professional, skilled craft, 
and technicians) that may need to be 
reviewed to ensure there are no implicit 
barriers preventing advancement. 
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Within these 34 job titles, white employees earn the highest average salary in 16 of the 
titles. Hispanic and African American employees each earn the highest average salary in 
nine of the job titles.  Overall, white employees earn 0.3 percent more in each job titles 
than the average, while African Americans and Hispanics earn 0.2 percent less and 0.6 
percent less than the average respectively. 
 
Table 6 

Comparison of Pay Equity in 34 Common Job Titles Among 3 Races/Ethnicities 
Description African American Hispanic White 
Job Titles (of 34 comparable) with 
highest average salary 

9 9 16 

Average Percent Salary Difference 
from Job Title Average 

-0.2% -0.6% 0.3% 

Source: City of Charlotte employee data as of October 24, 2018 
 
While the variance of 0.6 percent is low enough that factors such as years of experience 
may explain it, the 34 analyzed job titles account for over 3,800 city employees.  Further 
research may be needed to ensure pay equity is occurring.  
  
There are only five job titles within the city that have at least two white employees, two 
African American employees, two Hispanic employees, and two Asian employees.  This does 
not allow for a strong comparison. However, the following (Table 7) includes Asian 
employees in an overall comparison of race and ethnicity across broader employment 
categories: 
 
Table 7 

Comparison of Pay Equity By Category Among Four Races/Ethnicities* 
Description African 

American 
Asian Hispanic White 

Clerical $43,444 $44,533 $41,582 $44,871 

Executive $153,910 <2 employees <2 employees $151,832 

Fire Management $132,568 <2 employees <2 employees $107,650 

Fire Rank $61,926 $54,087 $59,240 $67,954 

Police Management $109,566 $94,440 $95,115 $103,122 

Police Rank $65,233 $67,983 $62,709 $68,265 

Professional $77,415 $85,894 $77,332 $83,457 
Protective Services $53,119 $43,832 $46,733 $51,841 
Service Maintenance $32,281 $34,951 $32,728 $32,779 
Skilled Craft $43,920 $50,406 45,867 $51,092 
Technicians $54,396 $54,689 $53,320 $59,473 

Source: City of Charlotte employee data as of October 24, 2018 
*See Chart 2 for Job Category definitions 
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When comparing employee pay in broader categories beyond job title, comparisons are 
significantly less useful. Like the job title comparison, differences in years of service, 
qualifications, and performance may explain differences in pay. Additionally, using the 
broader employment categories means that the data can be skewed based on the racial 
makeup of job titles in the higher and lower paying area of each category.  As an example, 
fire management shows African Americans as earning 23 percent more on average, but this 
is likely not an indicator of a racial equity problem, but simply due to two of the three highest 
ranking fire management positions currently being occupied by African Americans. 
 
Despite its limitations, the data does show a relatively even distribution of pay by race and 
across the categories. Some of the variances between races have easily understandable 
differences. For instance, white police and fire rank employees currently have on average 
two more years of work experience than African American police and fire rank employees, 
contributing to the difference in those categories. However, there are certain categories 
(such as professional, skilled craft, and technicians) that likely need to be reviewed to ensure 
there are no barriers reducing advancement into or within those categories.  
 

DIVERSIFYING RECRUITMENT 
 
Research indicates that people have implicit 
biases that shape their opinions of people 
immediately upon meeting them.  
Unfortunately, it is just simply human nature. 
These biases are also evident in the manual 
process of screening applicants. The manual 
screening of job applicants leaves too much 
room for bias and can divert attempts to 
increase diversity of a workforce.  The potential 
exists for a screener to inadvertently set aside a 
perfectly capable candidate from a different 

background or demographic solely because of an unchecked bias18.   
 
The article, “How to Increase Workplace Diversity”, indicates all employees should 
understand that hiring decisions are based on finding the best candidate and not by quotas 
and managers should fully understand the benefits of a diverse workplace.  Leadership will 
be implementing personnel policies and should be fully committed to supporting the 
practice.19  
 

                                                           
18 Why it’s In Your Best Interest to Have Your Workforce Reflect the Community It Serves, Workplace Diversity, Entrepreneur: 
https://www.entrepreneur.com/article/311030  
19 How to Increase Workplace Diversity, Lessons in Leadership, Wall Street Journal: http://guides.wsj.com/management/building-a-
workplace-culture/how-to-increase-workplace-diversity/  

“Unconscious bias is the greatest hurdle 
to overcome in terms of closing diversity 

gaps. Despite our best efforts, many 
people are not even aware of the 

ingrained biases that influence their 
decision-making. Stereotypes about 

gender and race may often determine 
who recruiters are bringing in.” 

-Steve Goodman, CEO of Restless Bandit. 

https://www.entrepreneur.com/article/311030
http://guides.wsj.com/management/building-a-workplace-culture/how-to-increase-workplace-diversity/
http://guides.wsj.com/management/building-a-workplace-culture/how-to-increase-workplace-diversity/
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While staff at the executive level may at times be appointed by the city manager, 
standardizing recruitment guidelines for all other positions will help limit instances of 
implicit bias in the hiring process. The Department of Human Resources should design a 
screening process purely based on required skills and qualifications and remove any possible 
human error from the mix. This can be accomplished by questionnaires and filters or by using 
keywords on resume searches to shortlist candidates.  “Technology is also one of the most 
effective ways to address the diversity gap,” Steve Goodman of Restless Bandit says. “Data 
analysis helps identify and quantify the shortcomings, and artificial intelligence, talent 
rediscovery, and machine learning are proving very effective to combat subconscious bias 
and increase diversity in recruiting and hiring”. 20  An organization with a diverse employee 
profile performs better, has a culture that fosters innovation, and attracts and retains 
valued, top talent. 
 
 
Recommendation 3: Coordinate recruitment and hiring practices and continue to conduct 
periodic DE&I training and professional development 
 
Human Resources should coordinate the overall activities of recruitment and hiring practices 
across the city. Systems and processes should be established to validate the composition of 
job postings, recruitment panels, interview questions, and hiring selections. This 
coordination should create a potential candidate centered approach to recruitment that 
leaves applicants with an overwhelming desire to work for the organization.   
 
In addition, Human Resources should continue to systematically conduct periodic DE&I 
trainings and professional development sessions for the entire organization.   
 

ASSESSING DE&I ACTIVITIES 
 
Conducting an assessment is a systematic process of evaluating the state of current 
activities, initiatives, interest, and resources.  A needs assessment21 is a focused examination 
of the way things currently are and the way things can or should be to fill a gap in 
services, (e.g., establish trainings to address a specific need). This study required an 
assessment of the organization’s efforts to promote DE&I.   
 
Using the agreed upon definitions of DE&I, an inventory of activities has been  
categorized and presented in this report (see Appendix C for the full inventory).  Highlights 
of the activities are listed according to:  
 

                                                           
20Corporate Diversity Should Mirror Both Population and Customer Base, Jason McDowell, Recruiter, 2017: 
https://www.recruiter.com/i/corporate-diversity-should-mirror-both-population-and-customer-base/  
21 How to Conduct Needs Assessment Part 1: What is it and why do it?, Alexander Weisberg, NC State Industry Expansion Solutions, 

2017:  HTTPS://WWW.IES.NCSU.EDU/BLOG/HOW-TO-CONDUCT-NEEDS-ASSESSMENT-PART-1-WHAT-IS-IT-AND-WHY-DO-IT/   

https://www.recruiter.com/i/corporate-diversity-should-mirror-both-population-and-customer-base/
https://www.ies.ncsu.edu/BLOG/HOW-TO-CONDUCT-NEEDS-ASSESSMENT-PART-1-WHAT-IS-IT-AND-WHY-DO-IT/
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• Internal Practices 

• Access to Services and Opportunities  

• Community Engagement  
 
Initiatives related to how the organization operates internally as an organization include 
inclusive policies and trainings and workforce diversity 
 
Internal Practices: includes the internal policies, processes, and procedures within the 
organization along with the work environment and culture. For the past several years the 
city has made a concerted effort toward reviewing internal practices for increasing 
efficiencies. Most recently, there has been a targeted focus on ensuring internal practices 
consider equity and inclusion perspectives and these considerations are factored in when 
reviewing policies and practices.  
 
Inclusive Policies: Inclusivity and non-discrimination are woven throughout the City of 
Charlotte’s practices, trainings, and policies, such as: 
 
Diversity Training: Beginning in 2011, all new hires receive diversity training as part of their 
new hire on-boarding. 
 
Foreign Language Incentive: A foreign language incentive was established in public safety in 
2001 to improve communication with citizens and strengthen relationships in communities 
where English is a second language. To aid in the recruitment and retention of bilingual staff, 
the city offers a five percent incentive to employees who are certified as proficient in target 
languages where there are significant populations in Charlotte who speak the language as 
their first language. This incentive has since been extended to Neighborhood & Business 
Services - Charmeck 311 and Aviation. A citywide policy is being developed to standardize 
this incentive pay and to establish equity among employees.   
 
Core Values: The organizational Core Values22, adopted in 2016, include “Inclusive – We 
value all people and respect their ideas, backgrounds, and experiences”.  In addition, all new 
employees receive onboard training on, “Creating an Inclusive Work Environment – What’s 
my Role”.  
 
Human Resources Philosophy: Revised in 2014 to state, “Employees will be treated with 
respect and without regard to race, religion, color, sex, national origin, sexual orientation, 
age disability, political affiliation or on the basis of actual or perceived gender as expressed 
through dress, appearance, or behavior or for any other reason not related to their 
organizational contributions”. The same statement appears in the Human Resources 
Standards and Guidelines, which is a guide for all administrative actions and personnel 
activities. 

                                                           
22 Core values, City of Charlotte, North Carolina, 2018: https://charlottenc.gov/AboutCharlotte/Pages/corevalues.aspx  

https://charlottenc.gov/AboutCharlotte/Pages/corevalues.aspx
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Review of Human Resource Practices: To identify potential equity variances associated with 
disciplinary suspensions, terminations, and promotions practices; a review of personnel 
action data information was conducted. 
 
Mandatory Training for Supervisors: Mandatory training for supervisors includes a non-
discrimination statement, amended in 2012. It states that “No employee or applicant of 
reemployment shall suffer discrimination because of race, religion, color, sex, national 
origin, sexual orientation or perceived gender as expressed through dress, appearance, and 
behavior”. 
 
2018 State Training for CMPD Officers: All officers must complete online classes through the 
North Carolina Justice Academy (NCJA) website. Required trainings include:  
 

• Strategies to Improve Law Enforcement Interactions & Relationships with Minority 
Youth 

• Equality in Policing 

 
Mental Health First Aid: Throughout 2016, all sworn personnel have been tasked with 
attending Mental Health First Aid training. Taught by Mental Health America of Central 
Carolinas, this 8-hour course trained officers to better understand and serve citizens 
suffering from mental health issues. All CMPD officers completed this by the end of 2016. 
 
Benefits for Same-Sex Couples: In 2013, prior to legalization of same sex marriage in North 
Carolina, the City of Charlotte acted as a leader and extended domestic partner benefits to 
same-sex couples. 
 
Charlotte Business Inclusion Program Policy: Guiding document for the intentional inclusion 
of Minority, Women and Small Business Enterprise (MWSBE) in city contracting 
opportunities. Established the CBI program to: 
 

• Increase Minority, Women, Small Business Enterprise utilization in city contracting 

• Promote existing small business growth and profitability in the Charlotte CSA 

• Promote small business start-up and development in the Charlotte CSA 

• Monitor, evaluate, and report on SBE and MWBE participation and contract 
compliance with the provisions of the CBI Program 
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Workforce Diversity: Many initiatives have been implemented in departments to develop 
and maintain a diverse workforce: 
 
Ban the Box: In 2014, the "ban the box" initiative began. The question regarding prior 
criminal history was removed from the employment application to ensure all applications 
are reviewed without bias. This broadens opportunities for a more diverse talent pool. 
 
Lesbian, gay, bisexual, transgender, and queer/questioning (LGBTQ) Engagement 
Committee: Established January 12, 2017 to develop strategies that enable the full 
participation and contribution of LGBTQ members of Charlotte-Mecklenburg Police 
Department (CMPD) through education and enhancing awareness and improving 
understanding.  
 
Analysis of Hiring Practices: An annual Work Force Analysis is performed to compare the 
workforce demographic in different job categories to the availability of workers in the 
region. The analysis helps to inform management of areas that could be more inclusive by 
recruiting/targeting minority candidates for job opportunities. 
 
Intentional Recruiting: To reflect the characteristics of the City of Charlotte, a concerted 
effort is made to recruit from targeted sectors, trade, and professional organizations specific 
to the industries, and develop a pipeline of future employees through internships and 
apprenticeship programs.  The Apprenticeship Program, created in FY 2018, has been 
certified by the State of North Carolina.  The Department of Human Resources continues to 
work with departments to enhance recruitment processes and workforce development 
initiatives.   
 
An example of recent progress includes the Charlotte Fire Department’s (CFD) efforts to 
change hiring and promotional processes to ensure equity opportunities for all candidates:  
 

• Succession Planning Committee:  Established in September 2017 to provide CFD 
employees with the resources and the pathway to become future leaders. The 
committee concept is designed to identify and develop CFD staff through a 
systematic training and evaluation process that optimizes the knowledge, skills, and 
abilities gained in both formal and informal mentoring. 

• Third Party Promotional Process: to 
ensure neutrality and standardization 
within the promotional processes for 
CFD.  A request for Proposals (RFP) 
process will be conducted for an external 
service provider to manage the process. 

• Applicant Communications: CFD contracted with the Behavioral Insights Team (BIT) 
to review all of CFD’s applicant correspondence.  As a result of the study, in 
September 2017, the department implemented additional assessment exercise 

Internal Practices: includes the internal 
policies, processes, and procedures 
within the organization along with the 
work environment and culture. 
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reminder notices, added online interest forms, and changed some of the verbiage in 
its informational pieces.  

• Outreach to potential applicants: Since June 2018, CFD members mentor interested 
Charlotte citizens to prepare them for the physical ability portion of the firefighter 
assessment.  The course is set up periodically for training. CFD is planning to offer, 
for future recruitments, an option for the physical test to be taken on a weekend day. 
In addition, for the written test portion, CFD has begun a partnership with Gardner-
Webb University, to focus on the different facets of the hiring process (e.g. interview 
skills, resume writing, test taking skills). CFD also has contracted with Gardner-Webb 
University to allow applicants to attend test preparation courses, tuition-free.  

• Targeted recruitment: In August 2017, CFD established a full-time recruitment team 
which also focuses on increasing minority representation in the department. The 
department also participates in diversity and military job fairs and holds an annual 
open house for question and answer sessions, to assist with completing employment 
applications. 

• Employee Engagement:  CFD is in the process of establishing work teams, open to 
participation from fire fighter I up to division chiefs, to provide platforms for 
employees to express ideas and drive positive change within the department.  
Interested participants have been asked to apply for any of the five focus areas: 
staffing and human resources, recruitment and hiring, incident response resources, 
promotional processes, or rapid intervention crew. The staffing and human 
resources, recruitment and hiring, and promotional processes work teams will all be 
facilitated by Management Partners. 

• Diversity Conference: CFD is hosting a Public Safety Diversity conference in April 
2019, which will include CMPD, Medic, and other North Carolina fire departments. 
The conference is designed to act as a platform for sharing successful recruiting and 
employee engagement initiatives among departments. 

 
Community Building Initiative’s (CBI) Equity Circle: CBI is a nonprofit organization focused on 
building a more inclusive and equitable community. The organization participates in CBI 
Equity Impact Circle Dialogs designed to promote deepening discussion about equity and 
how it manifests in the broader community. The events are moderated sessions that include 
the viewing of videos on equity issues to launch discussion. Participants learn to exchange 
perspectives, ask questions, and articulate ideas using an equity lens. This method of 
encouraging open conversations about racial issues is in the planning phase. The program 
will be offered internally for city staff on an on-going basis. 
 
Community Building Initiative – Charlotte in Black & White … and More: Presentation and 
interactive bus tour designed to provide a window into African American history and the 
new immigrant experience in Charlotte.  The tours are guided by a historian and include 
conversations with other participants on current community issues. Many city leaders have 
taken the bus tours. 
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Community Building Initiative - Leadership Development Initiative (LDI): Designed to support 
board and staff of for-profit and public organizations in leadership roles to “intensify 
commitment and increase capacity” for inclusion and equity. This includes addressing 
aspects such as race, ethnicity, gender, socio-economics, religion, sexual orientation, and 
others.  
 
LDI focuses on leadership for both individuals and organizations. LDI provides a deep journey 
into personal development and encourages organizational change. Individuals are expected 
to apply the skills gained in LDI to strengthen the organization they represent. Becoming an 
“LDI organization” means making a commitment to support CBI’s mission, working toward 
the goals of LDI and identifying future participants. These LDI graduates, in turn, become a 
key resource for each other, their organization(s), for the larger community and for CBI as 
part of a network of “influencers.”  
 
Queen’s Team: Under the direction of the city manager, members of the Queen’s Team serve 
as liaisons for effective communication between city administration and employees. 
Members of the team are elected by their peers and must be in non-supervisory positions. 
The team meets at least quarterly to discuss workforce subjects of interest and share ideas 
on topics such as workplace improvements, benefits, compensation, productivity, and 
becoming an employer of choice.  
 
The organization has initiatives focused on increasing equitable access to services and 
opportunities across neighborhoods and demographic groups, creating job opportunities, 
and promoting affordable housing 
 
Access to Services and Opportunities: includes how easily the public can use or participate 
in city services as well as openness and inclusion in the decision-making processes, 
awareness of the services, and how the services are available. Efforts around providing 
equitable access to services and opportunities have centered predominately on increasing 
equitable access to services across all neighborhoods and demographic groups, creating job 
opportunities, and promoting affordable housing. Some of the most innovative highlights 
include: 
 
Charlotte Area Transit System (CATS) Bus Route Changes: Prior to CATS bus route changes 
being made, an equitable service analysis is performed, which includes demographic and 
income analysis of riders affected by potential changes. 
 
Charlotte Business INClusion Program (CBI): Seeks to enhance competition and participation 
of small, minority and women owned firms in city contracting and to promote economic 
growth and development in the City of Charlotte.  
 
Cities for Racial Equity and Racial Healing Technical Assistance Initiative: In February 2018, 
the City of Charlotte was one of six cities chosen to participate in the National League of 
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Cities (NLC) Race, Equity and Leadership (REAL)23 initiative’s Cities for Racial Equity and 
Racial Healing Technical Assistance Initiative.  The 15-month program provides city leaders 
with the strategies needed to advance racial equity and racial healing in their communities.  
 
This technical assistance initiative is designed to help city leaders identify the impacts of 
institutional racism within their community’s policies and practices, and act to address it. 
Each city is receiving tailored coaching to build relationships with communities most 
impacted by racial inequity, create structures that intentionally address structural racism 
and normalize the dialogue of governing for racial equity. 
 
As part of this initiative, in October 2018, representative council members, staff, and a 
Charlotte community leader participated in a convening event in which the participating 
cities gathered to share progress and lessons learned in advancing racial equity in their cities. 
 
Community Micro-Grants: The JumpStart Community Safety Micro-Grant program begun 
out of the Community Empowerment Initiative in Fiscal Year (FY) 2018 for $50,000. In FY 
2019, the support is doubled to $100,000. These grants provide up to $500 to community 
organizations that focus on conflict resolution and mediation, crime fighting and prevention, 
and opportunities for youth and parents. This program also connects participating 
organizations with city services and partners to enhance skills around board development, 
grant writing, creation of mission and vision statements, and attaining non-profit status. 
 
Disparity Study: A Minority Women Business Enterprise (MWBE) Disparity Study was 
conducted in 2011. The 2011 MWBE Disparity Study provided the basis for the City Council’s 
current race-conscious and gender-conscious measures in the Charlotte Business INClusion 
(CBI) Policy. The use of race-conscious and gender-conscious measures in the CBI Policy was 
scheduled to sunset December 31, 2017. A follow up study was conducted in Fiscal Year 2017 
that reviewed expenditures for the period between July 1, 2011 and June 30, 2016. The 
purpose of the 2017 MWBE Disparity Study was to: 
 

• determine whether disparity exists between the number of MWBE firms 
available to perform on city contracts and the utilization of those firms; 

• determine if there is a legally defensible basis for the continued use of race-
conscious and gender-conscious measures; and 

• provide data and information that could be used to consider modifications to the 
CBI Program. 

The study concluded that the organization’s use of race-conscious and gender-conscious 
measures has been effective in increasing the utilization of minority business enterprises 
and women business enterprises, however disparity still exists.  
 
                                                           
23 Race, Equity, and Leadership (REAL), National League of Cities (NLC), 2017: https://www.nlc.org/corporate-partnership-program/race-

equity-and-leadership-real  
 

https://www.nlc.org/corporate-partnership-program/race-equity-and-leadership-real
https://www.nlc.org/corporate-partnership-program/race-equity-and-leadership-real
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Based on the results of the 2017 City of Charlotte Minority and Women Business Enterprise 
(MWBE) Disparity Study Report, the Charlotte Business INClusion (CBI) Policy was amended 
to extend race-conscious measures and/or gender-conscious measures through January 1, 
2023.  The full report can be accessed at: 
http://charlottenc.gov/mfs/cbi/Pages/Study%20Results.aspx 
 
International and Integration Manager: 
As a result of the Immigration 
Integration Taskforce report 24 , the 
city’s first international and integration 
manager was hired. This new role leads 
the Office of International Relations as 
it ensures that immigrant communities 
have equitable opportunities to access resources and services. 
 
Neighborhood Matching Grant Program (NMG): Revised processes and support for NMG 
Program to ensure resources are available to all areas with needs: 
 

• Revised application cycle to allow more time for staff to assist applicants 

• Provide data entry and computer support to applicants when needed 

• Program documents to include more graphics, fewer words, and simpler language 

• Hosting of application workshops in service areas 

• Prioritized bilingual language skills in the hiring of NMG Program manager allowing 
NMG workshops to be conducted in Spanish 

North End Smart District (NESD) Equity Grant: The City of Charlotte was one of 15 cities 
across the country to be awarded a grant from A Partners for Place Racial Equity Grant by 
the Urban Sustainability Director’s Network ($75,000) with matching funds from The Knight 
Foundation ($50,000) and Ortho Carolina ($25,000) for a total of $150,000. These funds are 
used to implement the co-developed projects and the community engagement required to 
build the collaboration between community and the city. The NESD is designed to promote 
equitable, sustainable, healthy, and prosperous communities. The grant funded equitable 
sustainability work in the north end of Charlotte with the goal of creating a “smart city” 
platform. Residents collaborated with government, non-profits, and private sector partners 
on projects aimed to start smart city work that includes healthy communities and technology 
training programs. Since the grant, the organization has collaborated on co-creation and 
equity in community engagement, piloted an effort to reduce energy burden, brought 
healthy foods to the corridor, and started a technology learning lab with the support of 
Google Fiber and others.  
 

                                                           
24 Immigrant Integration Task Force Report, Presented to Charlotte City Council March 23, 2015:  
https://charlottenc.gov/international-relations/inltcommunity/Documents/IITF%20Report%20with%20Appendices.pdf  

Access to Services and Opportunities: includes how 
easily the public can use or participate in city 
services as well as openness and inclusion in the 
decision-making processes, awareness of the 
services, and how the services are available. 

http://charlottenc.gov/mfs/cbi/Pages/Study%20Results.aspx
https://charlottenc.gov/international-relations/inltcommunity/Documents/IITF%20Report%20with%20Appendices.pdf
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Partnership with GoodWork Staffing: More than $1.0 million annually is invested with 
GoodWorks Staffing (as part of Goodwill) to employ temporary laborers/workers and 
provide a re-entry path in to the workplace. In addition to providing jobs for individuals, 
GoodWork Staffing’s proceeds are used to support free training and development programs 
designed by Goodwill to help those in need. This partnership supports Goodwill in offering 
employment skills training, career counseling, and guidance to help those with the desire to 
work but with a need to overcome barriers that stand in the way of obtaining gainful family-
sustaining employment. 
 
Promoting Affordable Housing:  Several departments work together to expedite reviews for 
affordable housing development projects to save time and money to meet the basic human 
right of housing. Housing and Neighborhood Services is working with the Planning, Design 
and Development Department to identify a combination of best practices, opportunities 
within legal limitations, and evaluate current standards that promote a balance of housing 
price points in the city. Additionally, the HouseCharlotte program provides down payment 
assistance to help achieve home ownership.  Public Sector Employees can receive up to 
$10,000 through this program, when meeting the income eligibility requirements. 
 
Refugee Support Services Engagement: A weekly event for members of the CMPD’s 
Community Engagement division to positively engage with refugee and immigrant 
community members with the goal to build a stronger and trusting relationship between 
CMPD and the refugee and immigrant community.  Officers provide classes and crime 
prevention materials to the community members in many different languages and introduce 
the newest community members to CMPD to promote access to City of Charlotte 
programming and resources. 
 
Reviewing city services through a racial equity lens: As part of the work to implement the 
City Council’s goals from the Letter to the Community and the findings from the Economic 
Opportunity Task Force, the city contracted with the Government Alliance on Race & Equity 
(GARE) to apply racial equity analysis to city programs, services, and policies. Charlotte is one 
of 83-member jurisdictions working across the country with GARE to achieve racial equity 
and advance opportunities for all. GARE’s work with departments and on projects 
incorporated the following goals: 
 

• To normalize conversations about race including developing a shared racial equity 
framework  

• To operationalize and organize racial equity work by creating the foundations of the 
internal infrastructure needed to organize and share effective practices 

• To use a racial equity tool, within policy, program, and budget decision-making 
processes 
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Pilot Projects include:  
 
• Envision My Ride Community Engagement: Envision My Ride was a planning 

initiative to redesign the current bus system. Through this initiative, CATS studied 
bus route design and frequency to determine how to improve the system and better 
serve the Charlotte region. CATS lead extensive public outreach to best understand 
what is most important to riders and used the racial equity tool to focus on getting 
better feedback from communities of color, low income residents, and residents who 
speak English as a second language. Ultimately, this feedback was used to develop a 
plan for route and service adjustments. 

• North End Smart District Community Engagement and Shared Decision-Making: 
Residents collaborated with government, non-profits, and private sector partners to 
craft projects that kick-start smart city work related to healthy communities and 
technology training programs. The key focus was equity in community engagement 
and co-creation of pilot projects that have reduced energy burden in program 
participants’ households, brought healthy foods through a mobile market to the 
corridor which is known as a food desert, and started a community-programmed 
technology learning lab with the support of Google Fiber.   

• Tree Canopy Maintenance and Planting: Engineering and Property Management 
applied racial equity analysis to examine requests for tree planting and maintenance 
in the right-of-way. The overall goal of the project is to move to a more proactive 
planting and maintenance schedule such that trees are equitably distributed and 
maintained.  

• Vision Zero: Charlotte Department of Transportation (CDOT) renewed its 
commitment to safer streets in 2018 with the creation of Vision Zero, an action plan 
designed to reduce crashes and eliminate traffic-related deaths and severe injuries 
by 2030. Through work with GARE, CDOT focused on better understanding the racial 
inequity in pedestrian and bicycle collisions with a goal of eliminating it. In addition, 
they are focusing on creating guidelines on how to prioritize investment in pedestrian 
infrastructure, such as, sidewalk retrofit and pedestrian crossings. 

• Private Waterline Replacement Financial Assistance Program: Charlotte Water 
applied racial equity analysis to two programs with the goal of ensuring safe, clean 
drinking water for all. The Private Waterline Replacement Financial Assistance 
program allows low income customers to receive interest free financing for up to five 
years to install new water service lines or to replace an existing service line. The 
Water Pipe Rehab and Replacement program utilized racial equity analysis to 
broaden customer engagement and identify areas of need that have been 
overlooked due to lack of customer input.   
 

Talent Acquisition Stratification: To hire from a diverse talent community, partnerships have 
been established with Exodus Foundation, Change Choices, and similar community 
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organizations in working with individuals with barriers to employment and seeking second 
chances.  
 
Water Bill Assistance Program: Partnership with Crisis Assistance Ministries and 19 other 
agencies currently assists over 4,000 customers annually in need of water bill assistance.  
This program will be enhanced to include a round-up or donation opportunity on the 
monthly water bill and to provide long term assistance to customers in need. Payment 
arrangements to customers having difficulty paying their water bill are also offered along 
with interest free financial assistance for low income customers needing water and sewer 
connections. 
 
The city has enhanced engagement with diverse populations throughout Charlotte-
Mecklenburg. 
 
Community Engagement: seeks input and feedback from all, along with outreach designed 
to involve the community in service planning decisions.  
 
Bridging the Difference: Conversations about policing, public safety, and community impact 
are happening within churches and small groups. There is a need to approach and engage 
the community on a larger scale, bringing various points of view together to discuss a range 
of topics in order to bridge gaps and create mutual understanding from different 
perspectives.  
 
The goals of these conversations are to: 
 

• Involve the community inclusive of all perspectives to engage and understand 
wants/actions.  

• Increase understanding and trust through a series of conversations about police and 
community relations and public safety.  

• Mitigate potential challenges/issues in advance of the RNC with effective community 
outreach and interaction.  

Bridging the Difference was launched October 16, 2018 at a kickoff social event for key 
influencers in the community with approximately 75 in attendance. 
 
Chaos to Conversation:  How to Get People to Stop Yelling and Start Talking - Building on the 
success of Constructive Conversation Team training, this mandatory training course for all 
officers includes modules on building resilience, emotional control, active listening skills, and 
persuasive and informative speech.  This training equips officers with the ability to listen 
first, build a connection with people, and to answer questions. During the training, resident 
volunteers play the role of agitated protesters.  Everything is real – questions, emotions, and 
energy.  To that end, resident volunteers and officers come together to talk about their 
perspectives.  
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Charlotte Future 2040 Comprehensive Plan: A key component of moving forward in planning 
for the future of the city includes increasing participation in the planning process by 
removing barriers to participation and creating welcoming forums to gain feedback from the 
city’s diverse populations. Currently the city, stakeholders, and the community are working 
together to develop a Comprehensive Plan to guide growth and to achieve the physical 
structure stakeholders want for the city in 20 years. This two-year project will be led by three 
principles: authentic and equitable participation; interwoven equity; and integrated 
framework for growth, development and community design. More details can be reviewed 
at: http://charlottenc.gov/charlottefuture/2040Plan/Pages/default.aspx 
 
City Ambassadors: The Office of International Relations and the Department of Human 
Resources are collaborating to identify bilingual/bicultural employees who could serve as 
ambassadors in diverse communities. Engagement can include participation at community 
events and outreach to diverse populations. 
 
Civic Leadership Academy:  A free course designed for residents who are ready to take the 
next step in being community leaders and improving the quality of life in all of Charlotte's 
neighborhoods.  Participants have an opportunity to grow in their leadership, analyze issues 
using data, connect with decision makers and other Charlotte leaders, and make a difference 
in their communities. The Civic Leadership Academy now includes Implicit Bias Training 
classes for future community leaders. 
 
CMPD 21st Century Policing Responses: The report published in August 2017 outlines CMPD’s 
response to the President’s Task Force on 21st Century Policing.  The report addresses all of 
the 59 recommendations proposed by the Task Force organized around six Task Force pillars.  
The Task Force pillars include Building Trust & Legitimacy, Police & Oversight, Technology & 
Social Media, Community Policing & Crime Reduction, Training & Education, and Officer 
Wellness & Safety. Building trust and legitimacy is important to the CMPD. The report is 
available on-line at: 
http://charlottenc.gov/newsroom/releases/Pages/CMPD's-Responses-to-the-President's-
21st-Century-Policing.aspx. 
 
Community Letter Task Force/One Year Later: From the fall of 2016 through the fall of 2017, 
the organization tracked progress towards the goals laid out in City Council’s Letter to the 
Community around affordable housing, good paying jobs, and safety, trust, and 
accountability. The culmination of the group was the One Year Later report, which noted 
progress towards efforts to address social and racial disparities that exist, and ongoing work. 
The report can be found at: https://cltoneyearlater.com/. 
 

http://charlottenc.gov/charlottefuture/2040Plan/Pages/default.aspx
http://charlottenc.gov/newsroom/releases/Pages/CMPD's-Responses-to-the-President's-21st-Century-Policing.aspx
http://charlottenc.gov/newsroom/releases/Pages/CMPD's-Responses-to-the-President's-21st-Century-Policing.aspx
https://cltoneyearlater.com/
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Community Relations Department: The City of Charlotte and Mecklenburg County depend 
on Community Relations to monitor and improve the quality of human relations within the 
community by interpreting the social inclinations and frustrations of citizens.  Community 
Relations’ work is divided into four core 
service areas: Intergroup Relations, 
Conflict Management, Fair Housing and 
Public Accommodations, and Police 
Review. Community Relations also works 
with a committee of 45 citizens to gain 
insight on Charlotte’s continually changing community relations issues. The leadership of the 
committee is vested in two officers, the chairman, and the vice-chair (appointed by the 
Mayor of the City of Charlotte and the Chairman of the Mecklenburg Board of County 
Commissioners). Six issue-focused subcommittees and the Leadership Committee carry out 
the organization’s mission. Members are trained to provide community mediation, 
facilitation of community dialogues and training in the areas of diversity, conflict resolution, 
and fair housing. 
 
COPS & Barbers: Recognized by President Barack Obama as a “model for fostering 
relationships between cops and young black men,” COPS & Barbers was the idea of local 
barber Shaun Corbett to facilitate dialogue between the police and community. The CMPD 
and NC Local Barbershop Association host “town hall” events to create an open and honest 
dialogue about police and race relations. Discussions include educating African American 
citizens of their rights, the appropriate way to interact with police, and challenges police face 
when confronted by a potentially dangerous situation. Local congregations, recreation 
centers, and schools throughout the community serve as host sites for these events. 
 
Crisis Intervention Training: Approximately 500 officers are certified in Crisis Intervention 
Training (CIT). CIT was developed to improve safety in Charlotte-Mecklenburg by diverting 
those in crisis situations from the criminal justice system to treatment and services with the 
hope of recovery. In addition, CIT increases officer awareness on how to approach victims 
with mental health and substance abuse issues in crisis situations. 
 
Hosting On the Table CLT discussions: This community-wide civic engagement initiative 
invites Mecklenburg County residents to come together while “breaking bread” and talk 
about ways to make our community better. CLT seeks to bring all voices to the table, focusing 
on a common theme specific to our community; this year the theme is segregation. The goal 
is to have 6,000 people participate in this community-wide event being organized and led by 
the Community Building Initiative, and supported by Foundation for the Carolinas and Knight 
Foundation.    
 
Equitable Justice Leadership Collaborative: CMPD is participating with the Mecklenburg 
County Criminal Justice Advisory Group that established an Equitable Justice Leadership 
Collaborative charged with reducing racial and ethnic disparities in the justice through:  
 

Community Engagement: seeks input and 
feedback from all, along with outreach designed 
to involve the community in service planning 
decisions. 
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• Development of a racial equity professional development continuum for all criminal 
justice workers, including: law enforcement officers, prosecutors, defenders, judicial 
officials, and probation officers;  

• Establishment of Equity and Inclusion Division within Mecklenburg County Criminal 
Justice Services;  

• System mapping to identify decision points contributing to disproportionate 
outcomes; and  

• Policy and practice reform.   

 
KOPS & Kids Learn Spanish: Similar to the KOPS & Kids, this program builds on the success of 
COPS & Barbers. KOPS & Kids Learn Spanish builds stronger relationships and better 
communication between Latino youth and their families and participating division officers. 
Officers attend language classes taught by the youth for 12 weeks. Area congregations host 
the program, which averages 25-30 youth and 15 officers. 
 
Latin Community Outreach Program: Collaboration between the residents of the Latin 
community and the CMPD promotes cooperation in identifying problems, creating 
strategies, and implementing solutions to benefit the Latin community often faced with the 
barriers of language and an understanding of the local culture. Through this program CMPD 
officers coordinate with the members of the Latino media and press, host a weekly radio 
call-in show, attend community events, and assist detectives with criminal cases.       
 
Law Enforcement Latino Initiative: CMPD led a delegation of regional law enforcement 
officers in an immersion program to Mexico. This Law Enforcement Latino Initiative was part 
of the Go Global NC program. Approximately 24 members of local law enforcement, 
including eight from CMPD, traveled to Mexico to increase awareness and understanding of 
Latino/Mexican culture and to share information about Charlotte’s communities. Officers 
returned and initiated programs and disseminated information in their Latino communities 
utilizing their new insights. CMPD will continue the immersion program to expand the 
benefit of learning the language while also gaining an understanding of the culture. 
 
Living Cities Accelerator Grant Program: Focuses on building capacity and inclusion efforts 
with minority businesses. Current initiatives include: 
 

• AMP UP Charlotte – An intense 13-week business development program that is 
growing the capacity of 20 minority business owners.  The inaugural class is a 
partnership with the NBA to prepare participants for possible contract and 
procurement opportunities with the NBA All Star 2019, the City of Charlotte, and the 
Charlotte region's anchor institutions.  AMP UP Charlotte supports capacity building 
and inclusion, strengthens and normalizes the use of minority businesses, and builds 
long term connections and partnerships. 
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• Creation of the Procurement Advisory & Inclusion Council to engage departments to 
increase minority inclusion, outreach, and partnership efforts. 

• Development of a Strategic Forecast Application, a cloud based user friendly 
application that will host the city's forecast of contract opportunities.  The 
application will promote awareness, support capacity building, and increase 
participation, inclusion, and growth of minority businesses by providing notice of city 
projects and contract opportunities. 

 

National League of Cities: Cities of Opportunity Pilot: The Department of Planning, Design 
and Development is leading the work with peer cities and topical experts through equity 
issues of housing, economic development, and city planning and design for eight months. 
This program will help co-create a new, national initiative that advances the ability to work 
across programs and agencies to craft a more comprehensive strategy to improving health 
outcome of residents. 
 
Ordinance Advisory Committee: In preparing the Unified Development Ordinance, the 
organization convened an Ordinance Advisory Committee (OAC), consisting of 
representatives from various sections of the community reflecting diverse participation. 
 
Overall Outreach: Connecting the public with city services is a core and critical component 
within all we do as a city. While community engagement is embedded within the city’s 
strategies, some initiatives specifically developed to enhance outreach to diverse 
populations include: 
 

• Budget Engagement - Meet and Eats: staff from all departments connect with 
residents at community events hosted across all areas of the city to gain feedback on 
funding priorities to inform the city’s budget development process. 

• Investing in multiple modes of communication: door to door, flyers, emails, social 
media, and community events have been utilized. 

• Proactive outreach: many departments go into the community to seek feedback. 
Notable examples include CDOT’s neighborhood walks and CATS’ “ride the bus”. 
Community input is sought from those impacted by specific city services. 

• The organization collaborates across departments and programs to share the lessons 
learned around community engagement.  

 
Stitch Together CLT: As part of a Knight Foundation pilot project, 10 neighborhoods 
representing disparate parts of Charlotte were brought together through their leaders to 
support each other and work through issues around equity, community capacity building, 
and development.  
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Take 10: With the support of the Knight Foundation, the initial Take 10 grant project, asked 
employees to take 10 minutes per week to meet and engage one person in the community 
in conversation about how to make the city better. From October 2015 through June 2016, 
ambassadors engaged in almost 2,500 one-on-one conversations. Based on this experience, 
and using lessons learned, the effort was expanded to encompass the elements of the City 
Council’s Letter to the Community in 2017.  This was the largest single engagement effort 
undertaken citywide, reaching about 8,000 residents in four months. Over 160 employees 
participated in the effort. 
 
Transparency Workshops: In January 2017, the CMPD implemented Transparency 
Workshops to expand the opportunity for the CMPD to improve the partnerships needed to 
better serve the community. Transparency Workshops are three-day events that provide 
community members an understanding of CMPD’s processes, services, and operations. The 
mission of CMPD Transparency Workshop is to strengthen community relationships, 
increase the community’s understanding of police work, and equip citizens with the 
knowledge to provide productive and meaningful input into how the CMPD functions. 
 

WHAT DOES THE INVENTORY REVEAL? 

 
As a result of this assessment, an inventory 
of DE&I activities that departments have 
engaged in, have been categorized and 
itemized.  While there are over 120 DE&I 
related efforts, it is apparent they are 
administered in a disparate and uncoordinated fashion. Better coordination, an evaluation 
of impact of current activities, and implementing a needs assessment based approach prior 
to initiating additional activities will be critical to achieving a high impact and demonstrating 
prudent financial management.  
 
DE&I initiatives are not fully integrated and driven across city departments 
 
Active efforts are made to engage the community and employees in furthering DE&I; yet 
coordination, communication, and feasibility analysis of warranted programs do not occur 
on a systematic basis across these efforts. Opportunities are lost in not sharing best practices 
and leveraging resources. Many activities are undertaken without fully outlining the need, 
resources, time and effort, intended outcomes, or establishing measurable goals.   
 
 
 
 
 
 

While there are over 120 DE&I related efforts, 
it is apparent they are administered in a 
disparate and uncoordinated fashion.  
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No overall measures exist to gauge the progress in advancing DE&I 
 
It is apparent that programs are initiated 
without an initial needs assessment and there is 
no consolidated effort to track the progress 
toward advancing DE&I efforts.  When 
establishing or expanding a program or 
initiative, a needs assessment is most commonly 
conducted to gauge the need and to determine 
what type of content should be included in the 
program. The needs assessment process should include the following:  
 
• Collecting information about a target population or community 

• Deciding what needs are being met and what resources exist 

• Determining what needs are not being addressed and what resources are needed 

 
A needs assessment is a critical step in ensuring successful programs and maximizing use of 
limited resources. Once needs and programs are established, use of outcome measures 
becomes integral to assessing impact of any initiatives. Some notable examples from peer 
cities include:  
 
• The City of Austin requires departments to annually use an equity assessment tool when 

budget proposals and business plans are developed. Austin also utilizes principles from 
‘Undoing Racism-The People’s Institute for Survival and Beyond”, as well as GARE 
measurement tools.  

• The City of Minneapolis requires the Division of Race and Equity to provide City Council 
with a formal progress report on the Minneapolis’ racial equity action plan and specific 
department progress towards the framework. Additionally, Minneapolis has created a 
dashboard that tracks progress for the city’s Blueprint for Equitable Engagement.  

• The City of Dallas provides annual reviews of the Resilience Dallas Strategy and Equity 
Indicators during its budget season. City departments are responsible for developing 
equity measures that are included in department performance budgets. Each 
department reports monthly or quarterly based on the indicator.   
 

An issue brief from the Government Alliance on Race and Equity (GARE) promotes a common 
approach to furthering the field of practice of workforce equity within government. GARE 
advocates for the importance of setting goals, tracking progress, and focusing on 
accountability. Clear goals must be set to improve workforce equity, by tracking progress 
over time, so that strategies can be modified, as needed, to effectively achieve meaningful 
results.  

A needs assessment is a critical step in 
ensuring successful programs and 
maximizing use of limited resources. Once 
need and programs are established, use of 
outcome measures becomes integral to 
assessing impact of any initiatives. 
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Goals and measurement should occur on three levels: 1) quantitative measures, 2) 
qualitative measures, and 3) process measures25.  Having different types of technology 

programs to track development and measure 
progress is common within government, but that 
doesn’t mean this common practice is a best practice.  
Often, this technology cannot connect with other 
databases, causing department data to be stuck in a 
division-centric vacuum without being interactive26. If 
data cannot be assessed together, how can an 
organization convey a comprehensive story of the 

effectiveness of its policies and initiatives? Incorporating DE&I assessment tools citywide can 
be an important component to tie together measures across diverse initiatives.  
 
The citywide implementation of equity tools could standardize decision making and 
strategically align departments to maximize DE&I opportunities. Utilizing a tool similar to the 
City of Madison, Wisconsin’s Racial Equity and Social Justice Tool27 or the Seattle Race and 
Social Justice Initiative – Racial Equity Toolkit (Appendix I) can help Charlotte to gauge the 
effectiveness of diversity, equity, and inclusion in city decisions, policies, and functions.   
 
Contracts for external service providers exist to promote DE&I efforts that are not reviewed 
for priority or impact 
 
Several projects and programs require contracting with external service providers to 
facilitate DE&I efforts. Before additional funds are expended, these initiatives should be 
assessed to determine which services create the best return on investment. 
 
Partnerships exist, yet they are not readily known or leveraged across departments 
 
Many partnerships currently exist between individual departments and the external 
community, such as civic groups and non-profits, and businesses that also have a DE&I focus. 
If these partnerships were documented in a central repository for all city departments to 
access and leverage, the impact would be much greater.   
 
Many departments are unaware of the full extent of the city’s DE&I initiatives and are 
therefore unable to support and participate in applicable opportunities 
 
Several avenues exist to engage employees, which include the Queen’s Team, public safety 
work group, leadership group meetings, Learning Coach Team, and employee surveys to 
mention a few.  However, the opportunity to highlight DE&I initiatives across departments 

                                                           
25 Public Sector Jobs: Opportunities for Advancing Racial Equity, Local and Regional Government Alliance on Race & Equity (GARE): 

http://racialequityalliance.org/wp-content/uploads/2015/02/Public-Sector-Jobs-Final1.pdf  
26 Data-driven performance tracking for small governments, Stephanie Kanowitz, GCN Technology, Tools, and Tactics for Public 
Sector IT, 2017: https://gcn.com/articles/2017/11/03/performance-measures.aspx  
27 Racial Equity & Social Justice Initiative, Civil Rights, City of Madison, Wisconsin: HTTPS://WWW.CITYOFMADISON.COM/CIVIL-

RIGHTS/PROGRAMS/RACIAL-EQUITY-SOCIAL-JUSTICE-INITIATIVE  

The citywide implementation of 
equity tools could standardize 
decision making and strategically 
align departments to maximize DE&I 
opportunities. 
 

http://racialequityalliance.org/wp-content/uploads/2015/02/Public-Sector-Jobs-Final1.pdf
https://gcn.com/articles/2017/11/03/performance-measures.aspx
https://www.cityofmadison.com/CIVIL-RIGHTS/PROGRAMS/RACIAL-EQUITY-SOCIAL-JUSTICE-INITIATIVE
https://www.cityofmadison.com/CIVIL-RIGHTS/PROGRAMS/RACIAL-EQUITY-SOCIAL-JUSTICE-INITIATIVE
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is lacking. Also, a foundational understanding of the importance of DE&I is missing on a 
citywide basis. Best practices of a highly effective DE&I effort include engaging employees in 
all areas of an organization to understand common goals and opportunities for employee 
feedback. 
 
Employee buy-in and input is vital to any 
citywide effort. Strategic plans do not 
implement themselves and they may well be 
resisted by employees who feel threatened by 
change or by the institution of additional 
controls, or feel stymied by labor management 
conflicts28. Employees are not just staff, they are 
the community. It is important that mechanisms 
be in place to allow staff to have a voice in 
decision making processes as well as amongst themselves.   
 
Providing employees with tools that inspire and teach will create a platform for development 
throughout the organization. Strong, citywide supported employee engagement shows the 
workforce their feedback and opinions are not only for providing responses to institutional 
change, but can lead change. This progress can spill over externally through the manner in 
which employees administer services to the public.  
 
Engagement opportunities can strengthen the vitality of the organization’s strategic plan. 
Workplace culture, changing political climates, and the economy are just some pieces that 
make government dynamic. Employees can also keep organizations from becoming static 
because they are the boots on the ground with familiarity of day-to-day matters. Their views 
must be recognized as a valuable asset to the organization. 
 
 

Recommendation 4: Review and assess current DE&I activities for impact 
 
Conduct a complete review of the current initiatives for effectiveness, impact, and 
redundancy on programs and contracts that require continued funding or continued 
commitment prior to renewal, continuation, or expansion. 
 
Recommendation 5: Create DE&I partnership inventory  
 
Develop a central repository that accounts for external partnerships and key contacts to 
enhance DE&I efforts. This inventory should be maintained and updated to serve as a 
reference tool for increasing and leveraging opportunities within the community.  
 
 
                                                           
28 Elements of Strategic Planning in Municipal Government: Status After Two Decades, Poister & Streib: 

https://www.csus.edu/indiv/s/shulockn/executive%20fellows%20pdf%20readings/poister%20and%20streib%20-
%20strategic%20planning.pdf  

 

Best practices of a highly effective DE&I 
effort include engaging employees in all 
areas of an organization to understand 
common goals and opportunities for 
employee feedback. 

https://www.csus.edu/indiv/s/shulockn/executive%20fellows%20pdf%20readings/poister%20and%20streib%20-%20strategic%20planning.pdf
https://www.csus.edu/indiv/s/shulockn/executive%20fellows%20pdf%20readings/poister%20and%20streib%20-%20strategic%20planning.pdf
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Recommendation 6: Design and implement accountability structure 
 
Establish an accountability structure to measure the impact of DE&I activities. DE&I work 
should be a priority and measures established to ensure accountability toward tracking 
progress and outcomes. Consider incorporating DE&I quality measures into department 
directors’ performance expectations. 
 

STANDARDIZATON AND OVERSIGHT NEEDED  
 
The organization’s decentralized approach hinders DE&I efforts 
 
In the 1990s, the organization adopted a “run your business” model in which departments 
operated independently and separate from one another. Without a cohesive set of 
centralized policies, functions were replicated across the organization creating an inefficient 
distribution of resources. This model is no longer sustainable when the organization is 
striving to become a more collaborative, responsive organization focused on providing the 
highest quality services possible in a cost effective and publicly accountable manner.  
 

As Charlotte continues to grow, so too 
does the demand for resources. Being a 
well-managed government involves 
evaluating current service delivery 

methods to create an organization that has a unified, data-driven strategy for distributing 
resources. With the FY 2018 budget, the administration began to assess the effectiveness 
and efficiency of how decisions are made throughout the organization and how internal 
services were provided.  Subsequently, the FY 2019 budget signaled the end of the “run your 
business” operational philosophy used for two decades to run the City of Charlotte 
government.  It required the change from using a business model which allowed each 
department and its subordinate divisions to operate autonomously to an organization that 
moves forward with a shared vision and common goals.  
 
A decentralized approach without coordinated oversight or regularly scheduled subject 
matter trainings increases the risk of inconsistent application of policies and procedures, 
creating disparity across departments. For these reasons, it is important to develop a culture 
of accountability, continuous review, evaluation, and improvement within the organization. 

“One Team… One Flag…One Fight” 
-Marcus Jones, City Manager City of Charlotte 
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Along with increasing efficiency29, more central 
oversight for internal services functions 
(budget, communications, finance, human 
resources, information technology, and 
procurement) is important to promote DE&I 
efforts systematically. To date human resource 
functions, financial controls, and 
communications services have been reviewed. These reviews have highlighted structural 
changes needed to reduce risks, provide consistency, and fully leverage resources.  
 
Communications: Several reviews of internal communications internally and externally have 
been conducted since 2010. The common recommendations from these reviews were to 
standardize and realign communication processes across the organization.  The Police 
Foundation’s Report, commissioned by City Council in 2016, also indicated that a more 
coordinated approach to communications is needed to prevent chaos and confusion. 
Continuing to focus on coordinated communications allows for more unified messaging that 
is accessible to all and include marketing and branding materials that are reflective of the 
community.  
 
Human Resources: The service model for human resources is undergoing a reengineering 
effort of revising policies, hiring standards, internal processes, and messaging to employees.  
As part of the initiative, policies are being reviewed and updated with a DE&I lens. 
 
Procurement: The current service model for procurement across the city is decentralized. 
This creates the potential for inconsistency in DE&I efforts related to Minority Women and 
Small Business Enterprise (MWSBE) and Disadvantaged Business Enterprise (DBE) 
participation.  A review of procurement practices across departments has begun to identify 
areas for improvement, increase standardization, and ensure access for all MWSBEs (see 
Appendix C, DEI Procurement and Contracting Best Practices). 
 
 
Recommendation 7: Review and assess administrative policies for updates and DE&I  
 
Continue to assess administrative policies with a DE&I lens.  While the city embarked on a 
concerted effort to revise outdated policies and procedures over a year ago, many more 
policies still need to be updated.  For example, the Department of Human Resources 
identified 17 employee-centric policies, 13 have been reviewed and four remaining policies 
require a deeper review using a DE&I lens including:  
 

• AWOL (Absence Without Leave)  

• Education Assistance Policy  

                                                           
29 The Advantages of a Centralized Human Resources. Cardenas, Heidi. Small Business - Chron.com, 

http://smallbusiness.chron.com/advantages-centralized-human-resources-19397.html   

It is important to develop a culture of 
accountability, continuous review, 
evaluation, and improvement within the 
organization. 
 

http://smallbusiness.chron.com/advantages-centralized-human-resources-19397.html
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• Employee Grievance Process  

• Nepotism 

 
To ensure DE&I considerations are addressed, policies should be assessed using an equity 
tool similar to the ones used in Madison, Wisconsin and Seattle, Washington (Appendix I). 
  
Recommendation 8: Increase coordinated oversight of communications, human resources, 
and procurement related functions across city departments 
 
Standardized communication and marketing practices ensure that messaging to the 
community considers various audiences, religions, and languages. A coordinated and 
balanced approach to marketing the city should be outlined in the DE&I strategic plan. 
Continue the standardization of human resource functions and policy reviews. Fully assess 
procurement best practices and ensure coordinated oversight for procurement, including 
construction contracts, across the organization. Central oversight of procurement will foster 
more unified effort to promote Charlotte Business INClusion (CBI) efforts.  
 
Coordinated oversight is important to establish consistency in how the organization 
functions internally and with the community. Coordinated and collaborative approaches 
provide more leveraging opportunities, create efficiencies, and ensure equity. 
 
Recommendation 9: Expand outreach and capacity building efforts for Minority Women 
Small Business Enterprises (MWSBEs) citywide through increased planning, development, 
collaboration, and measurement 
 
The Department of Economic Development, in conjunction with the CBI office in the 
Department of Finance, should develop an action plan to address the expansion, capacity 
building, and outreach efforts for MWSBEs. The action plan should include an integrated 
approach that includes: 
 

• Access to financial and human capital 

• Access to opportunities 

• Business support services 

• Customized training 

• Strengthening management, operations, and infrastructure 

• Targeted outreach 
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ADDRESSING DISABILITIES AND LANGUAGE BARRIERS  

 
DE&I efforts exist, however, few are targeted at identifying and removing barriers for 
people with physical and language barriers 
 
The Americans with Disabilities Act (ADA) is a civil rights law passed in 1990 which 
established protections for people with disabilities.  Under this law, people with disabilities 

are entitled to all of the rights, privileges, 
advantages, and opportunities that 
others have when participating in civic 
activities. The ADA protects the rights of 
people who have a physical or mental 
impairment that substantially limits their 
ability to perform one or more major life 
activities, such as breathing, walking, 
reading, thinking, seeing, hearing, or 

working. It does not apply to people whose impairment is unsubstantial, such as someone 
who is slightly nearsighted or someone who is mildly allergic to pollen. However, it does 
apply to people whose disability is substantial but can be moderated or mitigated.30 
 
The ADA prohibits public entities from isolating, separating, or denying people with 
disabilities the opportunity to participate in the programs that are offered to others. 
Programs, activities, and services must be provided to people with disabilities in integrated 
settings. The ADA neither requires nor prohibits programs specifically for people with 
disabilities. But, when a public entity offers a special program as an alternative, individuals 
with disabilities have the right to choose whether to participate in the special program or in 
the regular program.  
 
Many routine policies, practices, and procedures are adopted without thinking about the 
impact on people with disabilities. Sometimes a practice that seems neutral makes it difficult 
or impossible for a person with a disability to participate. In these cases, the ADA requires 
public entities to make “reasonable modifications” in their usual ways of doing things when 
necessary to accommodate people who have disabilities. 
 
All public entities subject to Title II of the ADA must complete a self-evaluation. For public 
entities that have 50 or more employees, a transition plan that addresses structural changes 
necessary for achieving program accessibility is required.  Public entities that have 50 or 
more employees are also required to have a grievance procedure and to designate at least 
one responsible employee to coordinate ADA compliance. Although the law does 

                                                           

30 Americans with Disabilities Act ADA Update: A Primer for State and Local Governments, Disability Rights Section, Civil Rights Division, 
U.S. Department of Justice: https://www.ada.gov/regs2010/titleII_2010/title_ii_primer.html  

Sometimes a practice that seems neutral makes it 
difficult or impossible for a person with a disability 
to participate. In these cases, the ADA requires 
public entities to make “reasonable modifications” 
in their usual ways of doing things when necessary 
to accommodate people who have disabilities. 

https://www.ada.gov/regs2010/titleII_2010/title_ii_primer.html
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not require the use of the term “ADA Coordinator,” it is commonly used by state and local 
governments across the country. For the organization, the deputy director of the 
Department of Community Relations serves as the designated ADA coordinator. 
 
Similarly, a language access plan can help ensure the organization provides high quality and 
appropriate language services. It can help 
ensure that employees are aware of what to 
do when an individual with limited English 
proficiency needs assistance. A language 
access plan spells out how to provide 
services to individuals who are non-English 
speaking or have limited English proficiency. Language access plans should be tailored to city 
services and should include a needs assessment, language services offered, notices, training 
for staff, and evaluation. 
 
Currently, the Department of Community Relations along with the Office of International 
Relations is leading the effort to ensure access to service for persons with disabilities and 
individuals whose first language is not English by developing an ADA transition plan and a 
language access plan.   
 
 
Recommendation 10: Continue to focus on identifying barriers and create Americans with 
Disabilities (ADA) and Language Access transition plans 
 
Create Americans with Disabilities and Language Access transition plans. Fully 
implementable plans should be developed to address the specific needs of persons with 
disabilities and individuals whose first language is not English to ensure equitable access to 
all of the city’s resources and services. Provide continued support to the Department of 
Community Relations and the Office of International Relations in spearheading this effort. 
 

STAKEHOLDER FEEDBACK 

 
As a complement to the survey of departments for DE&I activities, the assessment included 
interviews of the mayor, all council members, city manager, police chief, fire chief, 
community relations director, CBI INClusion managers, and the human resources director 
for special emphasis. Department directors were also interviewed along with the Equity and 
Inclusion Manager from Mecklenburg County. In addition, Southeastern Institute for 
Research, Inc. provided guidance and education based on its DE&I work nationally.  
 
The interviews included discussion of the common definitions, identification of priorities, 
and gaps. Overall, the individual conversations confirmed the organization’s commitment to 
DE&I efforts and to moving forward.  While the need for additional funding to establish an 

The deputy director in the Department of 
Community Relations serves as the 
organization’s designated ADA coordinator. 
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office or designate staff for these efforts 
was raised as a concern, the importance 
of moving forward surpassed the 
monetary apprehension.   
 
Key themes that emerged from these 
conversations are listed below. This 
feedback was used to assess current 
perceptions of DE&I initiatives and guide 
the development of the findings and 
recommendations: 
 
Intentionality:  

• “…we are a growing city and we need to keep up with best practices” 

• “…we need to continue an intentional effort to identify and remove barriers to 
inclusion” 

• “…ensure marketing and materials are reflective of who we are, true Charlotte all 
areas and people” 

• “...there should be a linkage to director’s performance reviews” 

Culture and vision:  
• “…develop an ethic on valuing inclusion” 

• “…give people a sense of place” 

• “…continued focus on equity lens, from history to today’s needs” 

• “…we should model what we want to see in the city within city government to the 
community” 

• “…be careful that in becoming inclusive we do not exclude the people that may not 
need help, they still need a place at the table.” 

•  “…create common knowledge of and buy-in to the higher purpose of DE&I” 

Accountability and Performance: 
• “…DE&I issues won’t go away by ignoring them, we need to hold each other 

accountable” 

• “…would be good to have a DE&I scorecard”  

• “…need to review programs based on results and outcomes” 

• “…look at maximizing existing services versus adding new” 

• “…DE&I is important to becoming an employer of choice” 

• “…focus on how to run the best organization we can be proud of” 

• “…equitable policies across the board” 

As a complement to the survey of departments for 
DE&I activities, the assessment included 
interviews of the mayor, all council members, city 
manager, police chief, fire chief, community 
relations director, CBI managers, and the human 
resources director for special emphasis. 
Department directors were also interviewed along 
with the Equity and Inclusion Manager from 
Mecklenburg County. 
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• “…need follow through and accountability” 

• “…throughout the organization we need to set the framework to get things done, 
this must be an intentional strategy” 

Target areas: 
• “…need to continue to focus on spending with minority owned businesses” 

• “…need to be more proactive in being an international city and consider offering 
announcements and signage in multiple languages 

• “...talk about facts and truth about the history of how things were developed and 
implications in today’s decisions 

• “…need to help with perceptions of how certain parts of town are treated differently” 

• “…need focus on how citizens can link to decision making process - some feel heard 
but not necessarily heeded, need to follow-up to explain how a decision was made 
and if different than feedback, explain why. Help to show how their vision was rolled 
into product. May need to identify a point person to funnel information and follow 
up.” 

• “…need to more fully engage with community partners and leverage efforts in place” 

• “…need a more holistic approach to all communities, increase participation e.g. 
immigrant communities access and at the table” 

• ‘…how do we measure progress toward equity?” 

• “…need to be proactive in linking community to service providers” 

 

Moving forward beyond this assessment, continuous stakeholder feedback will be essential 
to assess impact of programs and to target needs. 
Community engagement should be foundational for 
building on DE&I progress. The “Bridging the 
Difference,” community dialogue sessions initiated 
by the police chief and the community relations 
director should be expanded and modified to 
include broader topics of racial healing and 
economic mobility. These conversations should be 
conducted in the community and with employees. These dialogue sessions can provide 
powerful feedback tools to assess ongoing needs and gauge perceptions. 
 
Both individuals agreed to host these conversations without the assistance of an external 
consultant or another service provider. They also noted, current contractual services should 
be assessed for effectiveness and that they will seek contractual assistance should the need 
arise.   
 

The police chief and the community 
relations director agreed to host 
modified dialogue sessions to include 
broader topics of racial healing and 
economic mobility for the community 
and employees. 
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Recommendation 11: Adapt the “Bridging the Difference” outreach initiative by Charlotte-
Mecklenburg Police Department (CMPD), and the departments of Community Relations, 
and Housing and Neighborhood Services beyond public safety topics to encompass racial 
healing and equity 
 
Adapt the scope of the “Bridging the Difference” outreach model from public safety topics 
to include racial healing and equity. This should be a coordinated effort that methodically 
creates facilitated dialogue sessions for community and employee groups simultaneously.  
These sessions should recognize the importance of people sharing their stories and truly 
listening to the stories of others in the journey towards healing the trauma of past and 
present injustices. 
 
 

BEST PRACTICES AND LITERATURE REVIEW  

 
In reviewing literature about diversity, equity, and inclusion it 
became apparent that incorporating all three DE&I facets is an 
emerging practice to establish a citywide initiative. Practices 
that were examined mostly identified race or diversity as the 
drivers in establishing strategic plans within municipalities. 
Best practices and tools recognized in this literature review 
helped create the foundation to be used at the City of 
Charlotte. Incorporating DE&I into organizational values will be a way to intentionally make 
space for positive outcomes to flourish.  
 
When it comes to DE&I, research encouraged: 
 

• Establishing a citywide strategic plan;  

• Designating leadership for DE&I; 

• Provide funding to support the strategic plan; 

• Implementing methodologies to measure and track programs and initiatives; 

• Enhancing employee engagement opportunities. 

 
Establishing a strategic plan: Instituting a citywide strategic plan sets the groundwork for a 
shared vision with focused efforts over the short and long term. The National League of 
Cities, Advancing Racial Equity in Your City, Municipal Action Guide, suggests that it is 
essential that racial equity plans provide a blueprint of the city’s intentions to improve 
outcomes for people of color by outlining citywide goals and department specific strategies 
for accomplishing those goals. The foundation of this concept can be applied to the goal of 
developing an initiative not exclusive to racial equity, but all-encompassing of diversity, 
equity, and inclusion.  

Incorporating DE&I into 
organizational values will 
be a way to intentionally 
make space for positive 
outcomes to flourish. 
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Designating leadership for DE&I: Across the organization there are initiatives and programs 
that address aspects of diversity, equity, and inclusion. These services are administered in a 
very one-track approach with department-centric guidance. The International City 
Management Association (ICMA) recognizes the importance of a designated team to guide 
initiatives because accountability is centralized. Publicly declaring a specific team or group 
as the ambassadors for DE&I also makes these efforts visible to employees and the 
community.  
 
Provide funding to support the strategic plan: DE&I must be acknowledged as more than a 
concept and that is valuable to employees and the community. A city’s budget is a visual 
expression of its values. PolicyLink reassures municipalities that even though investing funds 
for the sole purpose of equity is a different way to commit to policy and system change, this 
is the new way to plan. A budget tells a story and can be used as a vehicle to connect with 
and inform the community.  
 
Implementing methodologies to measure and track programs and initiatives, the 
implementation of such a robust DE&I initiative will need to be guided by more than 
declarations; it needs to be guided by data. Methodologies to measure and track programs 
and initiatives are important because data can reveal disparities that may not be obvious 
without analysis. For example, the cities of 
Madison, Wisconsin and Seattle, Washington 
have equity tools that assess policies and 
programs by looking at everything from budget 
components to impact analysis and these can 
be adapted for use for the organization’s DE&I 
initiatives (Appendix I).  
 
Enhancing employee engagement 
opportunities; this framework suggests that 
while the heart of a community is its residents, 
the heart of a local government is its 
employees. In an employee-engaged city, all 
employees — from elected and appointed 
officials to frontline staff — contribute to goals, 
drive innovation, and constantly work to 
improve operations. 
 
However, employee engagement should not be confused with employee satisfaction. 
“Employee satisfaction only indicates how happy or content employees are. It does not 
address level of motivation, involvement, or emotional commitment. For some employees, 
being satisfied means collecting a paycheck while doing as little work as possible. 
 
When organizations focus on how to improve employee satisfaction, changes won’t 
necessarily lead to increased performance. Oftentimes, the conditions that make employees 

Employee engagement should not be 
confused with employee satisfaction.  
Employee satisfaction only indicates how 
happy or content employees are. 
Oftentimes, the conditions that make 
employees “satisfied” are the same 
conditions that frustrate high performing 
employees. Top performers embrace 
change, search out ways to improve, and 
challenge the status quo. They expect all 
employees be held accountable for 
delivering results, whereas low performers 
avoid accountability, cling to the status 
quo, and resist change. 

https://www.custominsight.com/employee-engagement-survey/what-is-employee-satisfaction.asp
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“satisfied” with their jobs are the same conditions that frustrate high performing employees. 
Top performers embrace change, search out ways to improve and challenge the status quo. 
They expect all employees be held accountable for delivering results, whereas low 
performers avoid accountability, cling to the status quo, and resist change.”31 
 
The organization has many modes to engage staff such as the Queen’s Team. However, DE&I 
initiatives are not highlighted holistically across departments, nor is there a foundational 
understanding of the importance of DE&I. Best practice includes engaging employees in all 
areas of an organization to develop common goals that include feedback. 
 
 
Recommendation 12: Increase DE&I awareness and knowledge through employee 
engagement 
 
Current methods of engagement with employees should be assessed to determine 
opportunities to leverage for DE&I.  
 
Increase communications by:  
 

• Building a foundational understanding of the need 

• Educating on aspects of history that tie into issues present today, such as barriers to 
access services 

• Developing a cohesive and collaborative communications and marketing plan 

• Highlighting DE&I initiatives and opportunities for internal communications  
 
Training and development: Continue the intentional focus on providing implicit bias training 
so employees are aware of how unintentional biases can influence decision making. 
 
Survey staff: Include questions to benchmark current state of knowledge and interest in 
DE&I. Based on results, develop targeted initiatives in collaboration with employee groups. 
Use subsequent surveys to assess progress. 
 
Engage Leadership: To truly make diversity, equity, and inclusion integral and interwoven 
within all that the city does, requires active support, feedback and participation from 
leadership across the organization. There should be a focus on discussing DE&I efforts at 
leadership team meetings and regular reviews of current progress. 
 

 

                                                           
31 What is Employee Engagement?, Custom Insight:  https://www.custominsight.com/employee-engagement-survey/what-is-employee-

engagement.asp  

https://www.custominsight.com/employee-engagement-survey/what-is-employee-engagement.asp
https://www.custominsight.com/employee-engagement-survey/what-is-employee-engagement.asp
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CONCLUSION 

 
This assessment of the City of Charlotte’s DE&I efforts, reflects a 90-day study period.  Over 
120 DE&I activities have been identified and inventoried.  These activities should be assessed 
for impact and implemented citywide and coordinated. However, it will be paramount for 
the city manager to identify leadership to 
coordinate the activities and to develop 
the organization’s DE&I strategic plan.  
The City of Charlotte should embrace 
diversity, equity, and inclusion as 
organizational values and be intentional 
about creating opportunity for positive 
outcomes to flourish, within the 
organization and in the community.  
 
The study parameters and allotted time did not allow for an assessment of the community 
needs, inventorying applicable programs, analysis of the impact of programs, or identifying 
where the organization can best provide or improve efforts.  
 
To extend DE&I efforts, the organization should move forward with a community 
assessment, similar to this internal one.  Implementation of the adapted “Bridging the 
Difference” conversations can be the first step.  This effort can be modeled after the “The 
Welcome Table New Orleans” project which began in 2014, when the City of New Orleans 
teamed up with the Winter Institute to bring a diverse group of citizens together to discuss 
race, reconciliation, and community.  Citizens from across the city volunteered to be part of 
a facilitated process where they shared stories and built relationships. Those relationships 
served as the foundation for group reconciliation projects which began in 2015. Similar types 
of community dialogue efforts are occurring across the nation through various models and 
various service providers.   
 
 
Recommendation 13: Continue the DE&I efforts on a community-wide basis following the 
development and implementation of the city’s strategic plan 
 
Engage community members, business leaders and other non-government organizations to 
develop a cohesive strategy designed to build a community that; values all people and their 
needs equally; allows for a representative voice in governance and planning; and ensures all 
have access to sustainable livelihoods, housing, and affordable basic services.  
 

 

 

To extend the DE&I efforts, the organization should 
move forward with a community assessment, similar 
to this internal one.  Implementation of an adapted 
“Bridging the Difference” conversations can be the 
first step. 
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APPENDIX 

APPENDIX A: PROCESS AND METHODOLOGY  
Core Project Team 
The deputy city manager was designated as the executive sponsor for the assessment.  The policy 
manager from the Department of Strategy and Budget was appointed to lead the study. A Steering 
Team was established consisting of the directors of Housing and Neighborhood Services; Solid 
Waste Services; Planning, Design and Development and Human Resources; along with the city’s 
international and integration relations manager, as well as key City Manager’s Office staff 
(Appendix A, Core Project Team). 
 
Engaging Departments 
Department directors were briefed on the assessment by the city manager and given a 
presentation by the Steering Team of the purpose and goals of the assessment. 
 
Each department director selected a representative contact for their department. (Appendix A, 
Department Representatives) 

Inventory of Current and Recent initiatives 
Departments identified current and recent DEI initiatives. Departments were also asked to identify 
areas for further focus 
 
An inventory was compiled of the recent and current initiatives underway focused on advancing 
DE&I. Inventory results were categorized and assessed within three main themes: internal 
practices, access to services and opportunities, and community engagement (Appendix C: DEI 
Inventory Overview). 
 
Literature Findings and Benchmarking 
Reviewed current data, policies, practices and best practices around DE&I.  
Best practice and benchmark research was conducted by the Strategy and Budget Department. 
(Appendix D Peer City Research) 

Leadership Interviews 
As a complement to the survey of city departments for diversity, equity, and inclusion activities, the 
assessment included interviews of the mayor, all council members, city manager, police chief, fire 
chief, community relations director, Charlotte Business INClusion, and the human resources 
director for special emphasis.  All department directors were also interviewed along with the equity 
and inclusion manager from Mecklenburg County. In addition, Southeastern Institute for Research 
provided guidance and education based on its DE&I work nationally.     
 
Analysis 
Reviewed and assessed current initiatives in comparison to best practices in peer cities to highlight 
progress and identify specific improvement areas for the city. 
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Core Project Team 

 

Diversity, Equity, and Inclusion Steering Team Members 
 

City Manager’s Office Sponsor 

Department Name Title 

City Manager’s Office Sabrina Joy-Hogg Deputy City Manager 

Steering Team 

Department Name Title 

City Manager’s Office Jason Kay Special Assistant to City 
Manager 

City Manager’s Office Angela Maynard Management Analyst 

Housing and Neighborhood Services Federico Rios International and Integration 
Manager 

Housing and Neighborhood Services Pam Wideman Director 

Human Resources Sheila Simpson Director 

Planning, Design and Development Taiwo Jaiyeoba Director 

Solid Waste Services Victoria Johnson Director 

Strategy & Budget Marie Harris Policy Manager 

Strategy & Budget Lauren Ruvalcaba Policy Analyst 
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Department Representatives 

 

Diversity, Equity and Inclusion Department Representatives 
 

Department Contact 
City Attorney Thomas Powers 
Aviation Miriam Hannan 
Charlotte Area Transit System Jennifer Duru, Arlanda Rouse 
Charlotte Department of Transportation Michelle Littlejohn 
Charlotte Fire Department Jerry Winkles 
Charlotte-Mecklenburg Police Department Nina Wright 
Charlotte Water Steve Miller 
City Manager's Office Sarah Hazel 
City Clerk Emily Kunze 
Communications and Marketing LaVondra Farquharson 
Community Relations Willie Ratchford 
Economic Development Kevin Dick 
Engineering and Property Management Ashleigh Price 
Finance Maya Siggers 
Housing and Neighborhood Services Keith Richardson 
Human Resources Antoine Ensley 
Innovation and Technology Austin Faulk 
Internal Audit Tina Adams 
Planning, Design and Development Rachel Stark 
Solid Waste Services Louie Moore 
Demographic Analysis Ryan Bergman, DeLane Huneycutt, 

Julia Martin, and Dr. Ndem Tazifor 
GARE* liaison Karen Whichard 
*The Government Alliance on Race and Equity (GARE) 
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APPENDIX B: DEMOGRAPHICS 
 
Active, Regular, Full Time Employees:  

• Nearly 40 percent of the city workforce is 
public safety (police and fire)    

• 73 percent male, 27 percent female 
• 62 percent White, 31 percent African 

American, four percent Hispanic, remaining 
three percent split amongst Asian, American 
Indian, and individuals who identify as two or 
more races 
 

 
 
 
 
 
 
 
 
 
 
 
 

 
 

Non-Public Safety Employees: 
• 63 percent male, 37 percent female 
• Men account for 60 percent of 

executive level jobs (directors, 
deputy directors, and assistant 
directors) 

• 74 percent of executive level jobs 
and 69 percent of professional 
/management level jobs are filled by 
white employees 

• 23 percent of executive level jobs 
and 24 percent of professional 
/management level jobs are filled by 
African American employees 

 
 

Public Safety Employees: 
• 89 percent of all uniformed public safety 

employees are male 
• 96 percent of fire management (rank of 

battallion chief and above) and 84 percent of 
police management (rank of lieutenant and 
above) are male 

• 97 percent of fire rank (firefighter I through fire 
captain) and 85 percent of police rank (officer 
and sergeant) are White  

 

2,895 
4,507 

Active, Regular, Full-Time 
Employees:

7,402

Public Safety Non-Public Safety
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Gender of  Employees Citywide 
 

Gender - Non-Public Safety Employees      
Category Female Percent Female Male Percent Male Total 

Executive 29 39.7% 44 60.3% 73 
Professional/Management 695 48.0% 754 52.0% 1,449 
Clerical 500 72.8% 187 27.2% 687 
Protective Services 22 24.7% 67 75.3% 89 
Service Maintenance 16 7.2% 207 92.8% 223 
Skilled Craft 228 17.7% 1,058 82.3% 1,286 
Technicians 176 25.1% 524 74.9% 700 
Total 1,666 37.0% 2,841 63.0% 4,507       

Gender - Public Safety Employees 
    

Category Female Percent Female Male Percent Male Total 

Fire Rank 33 3.2% 983 96.8% 1,016 
Fire Management 2 4.3% 44 95.7% 46 
Police Rank 255 14.8% 1,469 85.2% 1,724 
Police Management 17 15.6% 92 84.4% 109 
Total 307 10.6% 2,588 89.4% 2,895       

Combined All Employees Total 1,973 26.7% 5,429 73.3% 7,402 
 

Source: PeopleSoft data as of October 24, 2018 
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APPENDIX C: DE&I PROGRAMMING INVENTORY  
 
Inventory categorized in the following themes: 

INTERNAL PRACTICES - includes the internal processes and procedures within the 
organization along with the work environment and culture. 
 
ACCESS TO SERVICES AND OPPORTUNITIES - includes how easily the public can use or 
participate in city services as well as openness and inclusion in the decision-making 
processes, awareness of the services, and how the services are available. 
 
COMMUNITY ENGAGEMENT - seeks input and feedback from all along with outreach 
designed to involve the community in service planning decisions. 
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DE&I Procurement and Contracting Best Practices 

Diversity, Equity, and Inclusion  
Procurement and Contracting Best Practices 

 Currently Implemented at City of Charlotte 
Critical Requirement Yes No Additional Comments 

STATUTORY AND POLICY REQUIREMENTS 
Council adopted Charlotte Business INClusion (CBI) 
Policy including: 
Defined roles and responsibilities 
Pre- and post-contract requirements 
Remedies/ consequences for non-compliance 

✔     

Comprehensive staff review of Good Faith Efforts to 
document bidder's efforts to meet established 
subcontracting goals 

✔     

Established SBE designated / Sheltered Market 
Program (Race & Gender Neutral) 

 ✔ Council approval and full 
implementation scheduled for Fall 2018 

Minority Women Small Business Enterprise (MWSBE) 
spend goals established and applied at both the prime 
and subcontractor level 

✔     

Tracking, monitoring, and reporting of all MWSBE 
spend at both the prime and subcontractor level ✔   

B2GNow system implementation in 
process; will centralize and enhance 
compliance tracking and reporting 

Assessment of liquidated damages for CBI non-
compliance ✔     

Bid rejections for CBI non-compliance ✔     

Mandatory MWBE outreach for procurements with 
federal / public assistance purchases  ✔   Required per Federal Uniform Guidance 

Procurement Policy  
Mandatory Commercial Non-Discrimination terms & 
conditions for vendors in working with subcontractors 
and suppliers 

✔     

Regular assessment of MWBE spend achievements and 
CBI program outcomes through disparity study efforts ✔   Per Charlotte Business INClusion Policy 

BUSINESS PROCESS AND PROCEDURAL 

Policies that support & mandate inclusion utilization ✔     

Unbundling of contract opportunities where MWSBE 
utilization is available at the prime or subcontract level ✔   Further assessment and development 

in process 

Identifying and certifying active vendors within the 
existing marketplace ✔     

Training, assistance, and support programs for MWSBE 
vendors to ensure accessibility and ability to 
participate in contract opportunities 

✔   

 
Tuition Assistance; Professional 
Association Sponsorships; AMP UP 
Charlotte 
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Diversity, Equity, and Inclusion  
Procurement and Contracting Best Practices 

 Currently Implemented at City of Charlotte 
Critical Requirement Yes No Additional Comments 

TECHNOLOGY AND TOOLS  

Offering a vendor self-service portal with 24/7 online 
access to support MWSBE vendor access to contracting 
opportunities 

 ✔ 
Request to begin implementation 
project for B2Gnow Vendor 
Management Program pending ERP 
OPS review and approval. 

Implementation of a comprehensive B2GNow Diversity 
and Supplier Management Compliance System and 
Online Certification Application 

 ✔ Implementation in process 

Citywide strategic forecasting  ✔  
Implementation of public-facing web 
portal for vendor visibility of upcoming 
opportunities in process  

ACCESS TO CAPITAL 
Increasing MWSBE access to capital -  Charlotte 
Community Capital Fund and Small Business 
Mobilization Loan Program 

✔     

COMMUNITY ENGAGEMENT 

Partner with the community to develop and grow 
MWSBE businesses ✔   CBI Advisory Committee 

Collaborative Business Capacity Building initiatives ✔   Finance / Procurement / CBI 
/Economic Development 

Annual Crowns of Enterprise Awards Ceremony  
(Collaboratively sponsored/hosted by the City and 
County) 

✔   
Premier event recognizes: MBE, WBE, 
SBE of the year, as well as diversity 
advocate and prime contractor 

 

  



 
 

 Assessment of Diversity, Equity and Inclusion Efforts – November 2018 89  
 

APPENDIX D: LITERATURE FINDINGS 

Literature Findings 
• Research addressing diversity, equity, and inclusion resulted in identifying the following 

best practices: 
• Best practice trends that were identified: 

 
i. Establish a citywide strategic plan 

A. Key References: 
1. (Advancing Equity and Inclusion, A Guide for Municipalities. The City for All 

Women Initiative (CAWI), 2015). In this guide, CAWI offers 10 key factors 
for success in creating and sustaining equity and inclusion. One key factor 
proposed is, “create mandates and directives”. The literature suggests: 

a. Link efforts with existing City Council policies and directives, 
corporate strategic plans (citywide or by department), and thematic 
strategic plans. 

b. Getting equity and inclusion into the strategic plan accords value 
and sets the groundwork for focused efforts over the medium and 
long-term. 

2. (Racial Equity Action Plans, A How-to Manual, Center for Social Inclusion). 
Use a racial equity framework. Building in institutional accountability 
mechanisms using a clear plan of action will require accountability. It is 
essential to use a racial equity lens when changing the policies, programs, 
and practices that perpetuate inequities, and when developing new policies 
and programs. This How-to Manual acknowledges that some jurisdictions 
have the advantage of existing strategic plans with committed goals, 
objectives, strategies, and actions, some of which may be related to 
diversity, inclusion or racial equity. They can use those as a foundation from 
which to build upon. 

3. (Advancing Racial Equity in Your City, Municipal Action Guide. National 
League of Cities (NLC), 2017). This municipal action guide advises cities to 
create a racial equity plan. Racial equity plans provide a blueprint of the 
city’s intentions to improve outcomes for people of color by outlining 
citywide goals and department specific strategies for accomplishing those 
goals. The foundation of this concept can be applied to the City of 
Charlotte’s goal of developing an initiative not exclusive to racial equity, but 
all-encompassing of diversity, equity, and inclusion. By combining action-
plans on the citywide and department levels, cities create an institutional 
road map that continues beyond leadership transitions. 

4. (Public Sector Jobs: Opportunities for Advancing Racial Equity, Local and 
Regional Government Alliance on Race & Equity) Create a workplace where 
racial equity is a value, is operationalized, and if rewarded, will influence 
the overall success of racial equity within an organization. Rewarding equity 
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as an easily observed strategy, can impact the overall culture of the 
workplace. To elevate the value of equity within the workplace it needs a 
well calculated plan to which the workplace can commit. The use of the 
GARE racial equity tool kit can assist in guiding the sustainable, institutional 
transformation needed for the workplace.  
 

ii. Enhance employee engagement opportunities: Findings from Charlotte’s peer 
cities found that employee engagement opportunities existed at varying levels. 
These opportunities ranged from required and optional trainings, to official and 
unofficial work groups. However, further examination of the context of these 
employee engagement opportunities revealed an interesting crossover to the best 
practice of strategic planning. In instances where a peer city did not have a strategic 
plan for diversity, equity, and inclusion, employee engagement opportunities were 
department centric and lacked citywide vision to lead diversity, equity, and 
inclusion through employee engagement.  
A. Key References: 

1. (Advancing Equity and Inclusion, A Guide for Municipalities. The City for All 
Women Initiative (CAWI), 2015) Seek support from all levels. According to 
CAWI, lasting change happens when actors work together to identify issues 
and mobilize for action. Municipalities must ensure there is leadership and 
commitment coming from middle and upper management.  

2. (Profiles in High-Performance Government: Cities on the Move, Equipt to 
Innovate, 2018): The Equipt initiative is a joint effort of Living Cities and 
Governing Magazine anchored in seven key characteristics of high 
performance government: being dynamically planned, broadly partnered, 
resident-involved, race-informed, smartly resourced, employee engaged, 
and data-driven. This framework suggests that while the heart of a 
community is its residents, the heart of a local government is its employees. 
In an employee-engaged city, all employees — from elected and appointed 
officials to frontline staff — contribute to goals, drive innovation and 
constantly work to improve operations. 

3. (Race, Equity, and Leadership (REAL), National League of Cities (NLC), 2017). 
The NLC study on Race, Equity, and Leadership suggests observing and 
listening as a best practice. This best practice should be directed toward 
those already focusing on racial equity in the city. Further, create 
opportunities to engage city staff who have institutional knowledge and 
other important perspectives that provide meaningful opportunities for 
them to inform understanding of local racial disparities. The City of Austin, 
for example, created an Equity Action Team with community and employee 
members to drive the city's equity initiatives and ideas. 

4. (Practices for Effective Local Government Leadership, International City 
Management Association (ICMA)): According to ICMA, leadership should 
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engage with and inspire others to participate in developing, achieving, 
articulating, and embodying a shared set of values, shared sense of 
purpose, and shared vision of the desired community outcome. Equity and 
Inclusion can create an environment of involvement, respect, and 
connection of diverse ideas, backgrounds, and talent throughout the 
organization and the community. A dimension that can contribute to this 
practice is to understand and advocate for sustainable support mechanisms 
such as affinity groups, mentoring programs, and cultural celebrations.  
 

iii. Designate leadership: 52 percent of peer cities have diversity, equity, and inclusion 
initiatives lead by a varying level of management, with DEI dedicated staff.  
A. Key References: 

1. (How to Build Global Cities That Are Engines of Inclusion, Not Displacement, 
NextCity, 2016): Efforts in inclusion need to start with strong leadership. 
Mayors (or city managers) must have a clear vision, but also need to be able 
to build consensus and create meaningful partnerships. Cities cannot be 
truly inclusive without public, private, and nonprofit institutions all pulling 
together. The cities of Atlanta, Georgia, and Long Beach, California are still 
laying the groundwork for diversity, equity, and inclusion but their 
initiatives have been led by the Mayor.  

2. (Profiles in High-Performance Government: Cities on the Move, Equipt to 
Innovate, 2018): Treat racial equity as an enterprise-wide effort that’s 
integral to city activities; task a person or team with spreading best 
practices and policy awareness. 

3. (Racial Equity Action Plans, A How-to Manual, Center for Social Inclusion): 
The Center for Social Inclusion recognizes building organizational capacity 
as a citywide strategy for achieving equity. While the leadership of 
management is critical, changes take place on the ground, through building 
infrastructure that creates racial equity experts and teams throughout the 
city government. 

4. (Race, Equity, and Leadership (REAL), National League of Cities (NLC), 2017). 
Make a public declaration. Allows the city to officially announce and 
publicize the local government’s position on race-related issues. 

5. (Practices for Effective Local Government Leadership, International City 
Management Association (ICMA)): ICMA also recognizes the importance of 
the leadership role of local government managers in creating and 
maintaining resilient and livable communities. Leadership should take a 
proactive approach to service delivery and decision making that accounts 
for underlying differences in opportunities, burdens, and needs, in order to 
equitably improve the quality of life for all. ICMA also suggests creating an 
equity and inclusivity task force or permanent position. 
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iv. Provide funding to support the strategic plan: 43 percent of peer cities have a 
budget dedicated to diversity, equity, and inclusion initiatives. A key take-away 
from reaching out to City of Charlotte peer cities came from Seattle, Washington. 
In additional to an adopted budget for their Office for Civil Rights (OCR), each city 
department has their own budget for race and social justice initiatives. Each year 
when the budget is proposed, both OCR and departments can request additional 
funding. Throughout the year OCR, and departments can partner on services and 
initiatives. Dedicated funds have been most instrumental in driving diversity, 
equity, and inclusion initiates and OCR believes the city’s budget is an expression 
of its values.  
A. Key References: 

1. (Race, Equity, and Leadership (REAL), National League of Cities (NLC), 2017). 
This publication offers steps a government can take to advance racial 
equity. REAL suggests taking these steps to set the tone to prioritize racial 
equity. One of the steps suggests dedicating infrastructure to action. After 
declaring the city’s commitment, the city needs to dedicate new or align 
existing resources to create a system capable of bringing about changes. 

a. Offer additional support and resources to city agencies already 
working on racial equity. 

b. Dedicate new or existing resources to support racial equity work 
across all departments. 

2. (Practices for Effective Local Government Leadership, International City 
Management Association (ICMA)): A budget tells a story and can be used as 
a vehicle to connect with and inform the community. ICMA encourages 
municipalities to understand the community and governing body’s 
priorities and advance through a budget with short and long-term financial 
planning and management.  

3. (An Equity Profile of Albuquerque, PolicyLink, 2018): In June 2018, PolicyLink 
partnered with the University of Southern California Program for 
Environmental & Regional Equity (PERE) to create, An Equity Profile of 
Albuquerque, New Mexico. Research found that the region’s economy 
could have been more than $10 billion dollars stronger in 2014 if its racial 
gaps in income had been closed. Policylink suggests policies and 
investments must support equitable economic growth strategies, and 
promote opportunity. The way forward is with an equity-driven growth 
model. This model may present itself as new for municipalities because 
investing funds for the sole purpose of equity is a different way to commit 
to policy and system change.   
 

v. Implement methodologies to measure and track programs and initiatives: 43 
percent of peer cities have evaluation tools to measure progress and accountability 
for diversity, equity, and inclusion initiatives (Austin, Texas; Minneapolis, 
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Minnesota; Portland, Oregon; Columbus, Ohio; Dallas, Texas; Seattle, Washington; 
Louisville, Kentucky; Nashville, Tennessee, Tulsa, Oklahoma). Two additional peer 
cities are developing methodologies to measure DEI (San Diego, California; Atlanta, 
Georgia).  
A.  Key References: 

1. (Advancing Equity and Inclusion, A Guide for Municipalities. The City for All 
Women Initiative (CAWI), 2015). Identify results as you plan the work and 
reflect on how you will achieve and measure them as you go along. When 
we demonstrate results, we show the value of equity and inclusion and the 
positive change these initiatives can create. According to CAWI there are 
four steps to keep in mind as a municipality tracks and demonstrates 
results: identify expected results, develop indicators that will be used to 
measure the results, assess the results in a way that makes sense, and 
disseminate the findings.  

2. (Racial Equity Action Plans, A How-to Manual, Center for Social Inclusion): 
Measurement must take place at two levels—first, to measure the success 
of specific programmatic and policy changes; and second, to develop 
baselines, set goals, and measure progress. Using data in this manner is 
necessary for accountability. 

3. (Race, Equity, and Leadership (REAL), National League of Cities (NLC), 2017). 
Listen to the data: data on city services and resources can reveal racial 
disparities that may not be obvious without this analysis. Examples of data 
to examine by race include: permitting fees, tickets and citations, arrests, 
health outcomes, code violations and inspections.  

4. (Public Sector Jobs: Opportunities for Advancing Racial Equity, Local and 
Regional Government Alliance on Race & Equity): An issue brief from the 
Government Alliance on Race and Equity provides a common approach to 
furthering the field of practice of workforce equity within government. It 
suggests setting goals, tracking progress, and focusing on accountability. Set 
clear goals for improving workforce equity and track progress over time so 
that strategies can be modified, as needed, to effectively achieve 
meaningful results. Goals and measurement should be on three levels: 1) 
quantitative measures, 2) qualitative measures, and 3) process measures. 
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APPENDIX E: OVERVIEW OF CITY OF CHARLOTTE PEER CITIES  
1. Overview of Peer Cities  

• 21 municipalities were assessed: 20 peer cities, plus Mecklenburg County. 
 

City of Charlotte Peer Cities 
City Cluster Type of Government 
Atlanta, GA 1 Mayor-council 
Austin, TX 1 Council-manager 
Charlotte, NC 1 Council-manager 
Denver, CO 1 Mayor-council 
Minneapolis, MN 1 Mayor-council 
Portland, OR 1 Commission 
San Diego, CA 1 Mayor-council 
Arlington, TX 2 Council-manager 
Columbus, OH 2 Mayor-council 
Dallas, TX 2 Council-manager 
Fort Worth, TX 2 Council-manager 
Houston, TX 2 Mayor-council 
Indianapolis, IN 2 Mayor-council 
Kansas, MO 2 Council-manager 
Long Beach, CA 2 Council-manager 
Louisville, KY 2 Mayor-council 
Memphis, TN 2 Mayor-council 
Nashville, TN 2 Mayor-council 
Omaha, NE 2 Mayor-council 
Tulsa, OK 2 Mayor-council 
Seattle, WA 3 Mayor-council 

Mecklenburg Co.  Commission-manager 
 
• 20 identified peer cities were clustered into three groups to further categorize and 

understand socio-economic similarities parallel to Charlotte, North Carolina. Factors 
used: 

 Male/Female Ratio, 
 Percent White, 
 Median Age, 
 Bachelor’s Degree or Higher. 

 The three clusters are defined by the following narrative:  
 Cluster 1 = City characteristics with strongest similarity to 

Charlotte, North Carolina, 
 Cluster 3 = City characteristics have variation compared to cities in 

Cluster 1 and Cluster 2.  
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 Cluster 1, six cities: 
 Charlotte, North Carolina; Atlanta, Georgia; Austin, Texas; Denver, 

Colorado; Minneapolis, Minnesota; Portland, Oregon; San Diego, 
California.  

  Cluster 2, thirteen cities: 
 Arlington, Texas; Columbus, Ohio; Dallas, Texas; Fort Worth, 

Texas; Houston, Texas; Indianapolis, Indiana; Kansas, Missouri; 
Long Beach, California; Louisville, Kentucky; Memphis, Tennessee; 
Nashville, Tennessee; Omaha, Nebraska; Tulsa, Oklahoma.  

 Cluster 3, one city: 
 Seattle, Washington. 

 
2. Overview of Peer Cities with Council-Manager Form of Government 

a.  Seven peer cities have Council-Manager form of government (Austin, Texas; 
Arlington, Texas; Dallas, Texas; Fort Worth, Texas; Kansas, Missouri; Long Beach, 
California).  

 
3. Findings Peer City Research 

a. Research into diversity, equity, and inclusion best practices helped establish 
assessment parameters to identify in City of Charlotte peer cities. 

b. In August 2018, city staff began contacting and surveying City of Charlotte peer 
cities. Each peer city was surveyed using a short list of questions developed from 
DE&I best practices identified in literature. Cities were asked whether a strategic 
plan was in place, if there are identified leadership responsible for DE&I, is any 
funding exclusive to citywide DE&I initiatives, how are DE&I services measured 
and tracked, and whether there are employee engagement opportunities lead by 
a DE&I framework.  

c. After gathering peer city information, responses were categorized as, “yes”, or 
“no”. In a few cases peer cities were in the process of implementing a best 
practice through their upcoming budget process. However, City of Charlotte staff 
categorized this occurrence as “no” because during the survey time the specific 
practice was not being utilized. For example, Mecklenburg County was in the 
process of developing appropriate methodologies to measure and track diversity, 
equity, and inclusion; however, these measurement and tracking tools were yet 
to be administered resulting in a categorization of, “no”. 

 
 
 
 
 
 
 

Table 1 
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d. Practices that stood out were: 
i. Strategic Plan: 43 percent of peer cities have a strategic plan in place 

that supports and promotes diversity, equity, and inclusion. (Austin, 
Texas; Tulsa, Oklahoma; Dallas, Texas; Portland, Oregon; Minneapolis, 
Minnesota; Louisville, Kentucky; Seattle, Washington; Columbus, 
Ohio; and Mecklenburg County) 

ii. Employee Engagement: Employee engagement opportunities ranged 
from required or optional trainings, to official and unofficial work 
groups. In evaluating the findings, zero of the peer cities offered 
employee engagement opportunities exclusive to diversity, equity, 
and inclusion when a DEI strategic plan was not in place. The data 
from these City of Charlotte peer cities further confirmed employee 
engagement was closely connected to department and program 
specific initiatives.  
 

City of Charlotte Peer Cities 
 
 
Peer City 

Best Practice 
Strategic Plan Leadership Budget Methodology 

and Tracking 
Employee 

Engagement 
Atlanta, GA      

Austin, TX      
Denver, CO      
Minneapolis, MN      
Portland, OR      
San Diego, CA      
Arlington, TX      
Columbus, OH      
Dallas, TX      
Fort Worth, TX      
Houston, TX      
Indianapolis, IN      
Kansas, MO      
Long Beach, CA      
Louisville, KY      
Memphis, TN      
Nashville, TN      
Omaha, NE      
Tulsa, OK      
Seattle, WA      
Mecklenburg Co.      
“Yes” Total 9 11 9 9 9 
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Peer City Employee Engagement 
Austin, Texas  Austin created an Equity Action Team with community and 

employee members to drive the city's equity initiatives and ideas.  
Portland, Oregon  Diverse and Empowered Employees of Portland (DEEP), The Office 

of Equity and Human Rights encourages the groups to see barriers 
and get into the dialogue of equity and other human rights pieces. 

Minneapolis, 
Minnesota 

 Minneapolis created a Racial Equity Policy Workgroup that 
included both council members and department heads. 
Minneapolis also offers a series of five classes on equity to all 
employees. In 2016-2017 the topics were:  
 What are micro-inequities and how do they impact the 

workplace? 
 Can we really work together? – generational differences at 

work. 
 How will increasing diversity impact my job? 
 What is marginalization? 
 How does subconscious bias affect my workplace engagement 

and performance?  
 Completion of all five classes allows employees to earn a 

Foundations of Equity certificate. There also exists a book club, 
Reading for Equity and Diversity, that meets periodically to discuss 
matters of equity in literature.  

Columbus, Ohio  The Diversity Committee is composed of fourteen department 
representatives that meet bi-monthly to discuss diversity and 
inclusion within the organization and community. The Public 
Utilities department has a separate diversity and inclusion 
committee to track its diversity and inclusion initiatives. 

Dallas, Texas  All employee engagement activities are the responsibility of the 
Human Resources Department. 

Seattle, 
Washington 
 
 
 
 

 Quarterly Director’s forum, RSJI Training and Education. 
 Required Training: Intro to the Race and Social Justice Initiative 
 Required Training: Race: The Power of an Illusion 
 Required Training: Inclusive Outreach and Public Engagement  
 Required Training: Anti-Racism Basics for RSJI Leaders 
 Required Training: Racial Equity Toolkit for Policies and 

Programs 
 Required Training: Tools for organizational change (See 

Appendix J, City of Seattle RSJI Training and Education) 
 Optional opportunities: Working for Racial Equity: cross-racial 

dynamics, cultural competence continuum, communicating using a 
racial equity lens, structural racism, Core Team 5. 

Memphis, 
Tennessee 

 Created employee resource groups which provide opportunities for 
personal and professional development, leadership, mentoring, 
volunteerism, cultural enrichment, and community involvement.   

Fort Worth, 
Texas 

 The Workforce Diversity and Inclusion Committee is comprised of 
city employees and retirees. 
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iii. Designated Leadership: 52 percent of peer cities have diversity, 
equity, and inclusion initiatives lead by varying levels of management, 
with DE&I dedicated staff.  
 

Peer City Leadership 
Atlanta, Georgia  The "One Atlanta" initiative was originated by the Mayor's Office 

and is being led by the chief equity officer and counselor to the 
mayor and seven staff positions. 

Austin, Texas  The chief equity officer has the responsibility of managing the Equity 
Office and leading diversity, equity, and inclusion in the 
organization. 

Portland, Oregon  The Office of Equity and Human Rights was created in 2011 by a 
city ordinance. The office has a director, community equity and 
engagement division, citywide equity program division, civil rights 
program division, administration and support division; 11.60 
positions. 

Minneapolis, 
Minnesota 

 City Coordinator's Office: Equity & Inclusion Program, and Division 
of Race and Equity. 

Columbus, Ohio  The chief of diversity officer manages the Office of Diversity and 
Inclusion. There are a total of four full time employees (chief of 
diversity, workforce manager, community relations manager, and 
M/WBE officer) and seven vacant positions. (See Appendix, G, City 
of Columbus, Office of Diversity and Inclusion Organizational Chart 
& Budget Documents) 

Dallas, Texas  The chief of resilience is responsible for the city's DE&I strategic 
plan. The City Manager's Recommended Budget proposes creating 
an Office of Equity and Human Rights. The proposed department 
will have three full-time staff positions. 

Seattle, 
Washington 
 
 

 The Race and Social Justice Initiative (RSJI) is responsible for racial 
equity for the City of Seattle. This program sits within the Office for 
Civil Rights (OCR).  In OCR there are 28 FTEs, of which 11 are 
dedicated to RSJI. (See Appendix G, City of Seattle, Race and Social 
Justice Initiative Organizational Chart) 

Louisville, 
Kentucky 

 Led in collaboration with the Chief Resilience Officer and the Chief 
Equity Officer.  

 The chief of equity also oversees a total of 55 FTEs, includes staff 
from both Human Resources and the Human Relations 
Commission. The Chief of Resilience oversees the Office of 
Resilience and Community Services which has 110 dedicated FTEs. 

Nashville, 
Tennessee 

 Mayor created the chief of diversity, equity, and inclusion. 
Diversity and inclusion is within the Mayor’s Office. 

Tulsa, Oklahoma  City of Tulsa, Mayor's Office for Resilience and Equity, chief 
resilience officer. One dedicated FTE.  (See Appendix G, City of 
Tulsa Organizational Chart) 

Mecklenburg 
County  

 Equity and Inclusion Manager 
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iv. Budget: 43 percent of peer cities have a budget dedicated to diversity, 
equity, and inclusion initiatives. A key take-away from reaching out to 
City of Charlotte peer cities came from Seattle, Washington. In 
addition to an adopted budget for their Office for Civil Rights (OCR), 
each city department has their own budget for race and social justice 
initiatives. Each year when the budget is proposed, both OCR and 
departments can request additional funding. Throughout the year 
OCR and departments can partner on services and initiatives. 
Dedicated funds have been most instrumental in driving diversity, 
equity, and inclusion initiatives, and OCR believes the city’s budget is 
an expression of its values. Also, the City of Portland, Oregon offers 
great insight to the structure of the Office of Equity and Human Rights. 
For additional budget resources see Appendix H, for City of Portland, 
Office of Equity and Human Rights and the City of Austin, Equity 
Office.   

v. Methodology and Tracking: 43 percent of peer cities have evaluation 
tools to measure progress and accountability for diversity, equity, and 
inclusion initiatives (Austin, Texas; Minneapolis, Minnesota; Portland, 
Oregon; Columbus, Ohio; Dallas, Texas; Seattle, Washington; 
Louisville, Kentucky; Nashville, Tennessee; Tulsa, Oklahoma). Two 
additional peer cities are developing methodologies to measure DEI 
(San Diego, California; Atlanta, Georgia).   
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 Peer City Methodology & Tracking Tool 
Austin, Texas  Requires departments to annually use an equity assessment tool 

as budget proposals and business plans are developed for the 
next fiscal year. 

 Utilizes principles from the ‘Undoing Racism- The People’s 
Institute for Survival and Beyond”, and GARE tools to support its 
equity goals. (Appendix I, City of Austin Equity Assessment Tool) 

Minneapolis, 
Minnesota 
 
 
 

 The Division of Race and Equity is required to provide city council 
with a formal report on progress in advancing racial equity, 
including progress on the city’s racial equity action plan and 
specific department development towards the framework. 

 Additionally, the city created a dashboard to track the progress of 
the Blueprint for Equitable Engagement. (See Appendix I, 
Equitable Solutions for One Minneapolis) 

Portland, Oregon  Clear definitions for diversity, equity, inclusion.  
 GARE Budget Equity Tool.  
 5-Year Racial Equity Plan. 

Columbus, Ohio  The Office of Diversity and Inclusion uses a workforce tracking 
system called Tableau and a separate system for supplier diversity 
tracking.   

Dallas, Texas  The City of Dallas provides annual reviews of the Resilience Dallas 
Strategy and Equity Indicators during budget season. 

 City departments are largely responsible for developing equity 
measures and including performance in budgets and reporting 
monthly or quarterly based on the indicator. 

Seattle, Washington  Racial Equity Tool Kit: The Racial Equity Toolkit lays out a process 
and a set of questions to guide the development, implementation 
and evaluation of policies, initiatives, programs, and budget issues 
to address the impacts on racial equity. Each department must do 
an RSJI work plan every year. (See Appendix I, City of Seattle 
Racial Equity Tool Kit) 

Louisville, Kentucky  Office of Resilience and Community Services created a Progress 
Report.  (See Appendix I, City of Louisville, Community Progress 
Report) 

Nashville, Tennessee  Created a quarterly demographic report that shows race ethnicity 
by department/salary as well as gender by department/salary 

Tulsa, Oklahoma  Partnership with the Community Service Council and the City 
University of New York (CUNY) Institute for State and Local 
Governance with funding from The Rockefeller Foundation 
helped create the Tulsa Equality indicators.  

 
4. Diversity, Equity, and Inclusion Peer City Highlights 

a. GARE City Core Members: Austin, Texas; Denver, Colorado; Long Beach, California; 
Louisville, Kentucky; Mecklenburg County, North Carolina; Portland, Oregon; 
Minneapolis, Minnesota; Seattle, Washington.  

b. Mecklenburg County is the only other municipality that identifies all three facets: 
diversity, equity, and inclusion, and also has established definitions for each term. The 
county also has one dedicated FTE and funding via non-departmental allocations.  
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City of Charlotte 
 Diversity, Equity & Inclusion Telephone Survey 

 

Peer City: ________________________________________ 

Survey Questions 

Strategy 
Does your organization have a strategic plan for diversity, equity, and inclusion? Are there 
established definitions for these subjects? 
 
Follow-up Question: 

o If no, does your organization plan to develop a strategy for diversity, equity, and inclusion?  
o What steps have been taken to address diversity, equity, and inclusion? 

 

Leadership 
Who has lead responsibility for managing diversity, equity, and inclusion in your organization? Are 
there dedicated staff, or is there a dedicated department to manage these initiatives? Please 
provide the number of FTEs responsible for diversity, equity, and inclusion initiatives 
 
Budget  
Does your organization have an adopted budget to specifically support the strategic plan for 
diversity, equity, and inclusion? Who manages this budget? *Please provide this department or 
program’s budget. 
 
Methodology and Tracking  

o What methodologies are used to guide diversity, equity, and inclusion initiatives? 
o What evaluation tools are used to measure progress? 
o How often does your organization assess diversity, equity, and inclusion initiatives? 

(quarterly, semiannually, annually, other) 
 

Employee Engagement  
What methods do you use to promote employee engagement in diversity, equity, and inclusion 
initiatives?  

--- 

What element has been most instrumental in driving diversity, equity, and inclusion for your city?  
(i.e. a strategic plan, staff involvement, sufficient budget) 

Please provide any copies of plans, measurements, or communication tools 
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SECTION 1: KEY INTIATIVES 

Key Initiative #1 – Equity Plan 

Description:  Develop and implement Phase One of an Equity and Inclusion Plan.  

Rationale: To address the challenge for Mecklenburg County to become a stronger pro-equity organization, 
strategies must be implemented that enhance the good work Mecklenburg County has already done to promote 
equity and inclusion. The County aims to build upon the current organizational diversity training.  To continue 
to build the capacity of the organization, it is critical that the County approaches equity work holistically and 
enterprise wide to advance equity.  Phase I of this initiative is to engage a consultant to develop the framework 
for this work.   

Timeline:  This is a multi-year project.  The contract for Phase I is expected to be completed by December 
2018.   

Updates/Project Milestones: 
• Working collaboratively with Procurement to solicit bids for consulting services
• Initiate contract and timeline with consulting firm
• Manage the implementation of the Equity initiative to include organizational wide assessment, develop and

delivery training for core team, leadership and train the trainer and develop action plans for future
implementation

• Determine FY19 budget requirements and submit budget proposal for approval to carry out Phase II of the
Equity initiative

Outcome/Measures: Successful accomplishment of established milestones 
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Key Initiative #2:  Develop and Implement DEI Strategic Plan 
Description:  In FY17, the Diversity Council was charged by the sponsor to develop the County’s Diversity, 
Equity and Inclusion plan, working collaboratively with OMB and the County Manager’s Office. This 
initiative will continue in FY18.   

Rationale: Mecklenburg County has actively engaged in promoting and supporting diversity awareness for 
employees since 1990s.  The Diversity program has evolved from an isolated training to a County wide 
program with the establishment of the diversity council, coordinated trainings, hiring of a Diversity Manager 
and a commitment from the Executive Team.  These activities have underscored the importance of including 
diversity, equity and inclusion as part of the County’s mission, highlighted successes and opportunities, and 
emphasized the need for a renewed strategic approach to guide the County’s efforts for success.  This Strategic 
Plan will serve as a blueprint for the County to become a diverse, equitable and inclusive workforce.     

Timeline:  Plan adoption in Fall of 2017 and development of the implementation plan for budget request. 

Updates/Project Milestones: 
• Present DEI Strategic Plan to the County Manager for approval
• Develop implementation plan and identify resources to carry out the work
• Determine FY19 budget requirements and submit budget proposal for approval to carry out the DEI strategic

plan
• Communicate plan to the organization

Outcome/Measures: Successful accomplishment of established milestones. 
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Key Initiative #3:  Provide strategic guidance to 
departmental leadership on Equity efforts 

Description:  Plans, guides and advises departmental leadership on DEI efforts.  

Rationale: As departments begin to address their DEI efforts, it is critical that there is consistency and 
alignment with the County’s overall strategic direction.  This will create synergy, reinforce consistent 
messaging, and lessen the opportunities for duplication of efforts.   

Timeline:  Ongoing as needed.  

Updates/Project Milestones: 
• Participate in departmental Equity and Inclusion initiatives (Health and DSS YFS)
• Hold series of meetings with key stakeholders
• Provide recommendations as needed

Outcome/Measures: successful accomplishment of established milestones. 
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Key Initiative #4:  Diversity Council oversight and administration  

Description:  Provide the oversight and administration to the Diversity Council.   

Rationale: The Diversity Council has evolved over the 12 years.  The Diversity Council’s role is to serve as an 
advisory group to the leadership.  To ensure the Council meets its expectations, it is critical that it has 
appropriate leadership oversight.  It is important that the Council is recognized and sought out as a resource.   
Therefore, it needs effective guidance and administration to carry out its work.      

Timeline:  Ongoing 

Updates/Project Milestones:  
• Recruit new members to fill the vacant slots in various compositions
• Ensure the development of a work plan and charter revision to reflect current situation
• Provide ongoing logistics for effective group meetings and tasks
• Initiate the diversity council learning opportunities
• Serves as the liaison between the County Manager and the Council

Outcome/Measures:  
• successful accomplishment of established milestones.
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Key Initiative #5:  External Leadership  
Development Selection Process (CBI & Leadership Charlotte) 

Description:  Manage the selection process for the External Leadership Development programs (Leaders 
Under 40, LDI and Leadership Charlotte).   

Rationale: Mecklenburg County is committed to developing leaders with the competencies needed to 
effectively lead and manage the organization. The external leadership development programs provide unique 
opportunities for leaders to further develop these competencies. 

Timeline:  January – March 2018 

Updates/Project Milestones:  
• Update recruitment and selection process as needed
• Communicate the recruitment process to leadership
• Form selection committee
• Select candidates and submit names to the County Manager for approval
• Communicate and provide feedback to participants

Outcome/Measures:  
• County participants are selected and submitted to these organizations based on a specific timeline



Blueprint for 
Equitable 

Engagement 

City of Minneapolis 
Neighborhood and Community Relations 

Crown Roller Mill, Room 425 
105 5th Avenue South 

Minneapolis, MN 55401 
612-673-3737

NCR@MinneapolisMN.gov 



April 4, 2016 Page 1 

City of Minneapolis 
Neighborhood and Community Relations Department 

Blueprint Summary  
Our Goal: One Minneapolis – Disparities are eliminated so all Minneapolis residents can participate and prosper. 

The City of Minneapolis is growing and becoming more diverse, requiring expanding and creative practices of 
inclusive participation and community engagement. To eliminate inequities, the City and community must work 
together to create a city that provides abundant 
opportunities for everyone. 

The Blueprint for Equitable Engagement is a five-year 
plan to ensure an innovative and equitable 
engagement system for the City of Minneapolis. The 
plan will be used as a roadmap, between 2015 and 
2020, to better achieve the department’s mission, 
“Engaging Communities for a Better Minneapolis.” 
Inclusive and equitable participation will be critical to 
achieve the One Minneapolis goal. 

Equitable Community Engagement: A process that 
includes multiple strategies to promote participation 
of all Minneapolis residents in the communication and 
decision-making processes of the City. 
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Organziations 

City 
Departments 

Data-Driven Approach: Progress will be tracked by comparing the eight diversity factors of age, gender, disability, 
sexual orientation, renter/owner, race/ethnicity, income and education of people participating to citywide 
demographics. Success will be defined as the collective results being within 80% of the citywide demographic 
benchmark. Presently, the City of Minneapolis completes a voluntary Boards and Commissions Diversity Survey and 
a Neighborhood Board Survey to gather this data. These surveys will be refined and bolstered. Additional measures 
that include a wider range of engagement activities will also be developed. 

Creating a consistent public participation process 

One of the most important factors that will allow us to work towards creating an equitable engagement system is to 
develop and maintain a consistent engagement model for the City. The International Association of Public 
Participation (IAP2) has developed the model that the City has chosen. The IAP2 model has proven to be effective; it 
provides good techniques for staff to properly conduct public participation processes. It also provides residents 
with the information they need to be involved in a meaningful way and communicates to residents how their input 
affects the decision that needs to be made. 

What We Heard 

In the summer of 2014 the NCR Department held a series of conversations to get input from residents on 
improving the City’s engagement processes. That feedback was then used to draft the Blueprint for Equitable 
Engagement document. Then in the summer of 2015 we brought the draft document back out to residents. We 
found that, overall, residents felt that the City could do a better job with its engagement work by: 
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1. Developing a more consistent way of handling public participation across all City departments;
2. Being more culturally sensitive when doing public participation;
3. Working better with neighborhood organizations to clarify their role in the public participation process;
4. Recognizing the current engagement efforts of neighborhood organizations; and
5. Defining other avenues for people to get involved.

Strategies 

With the information we gathered from the engagement process, we’ve developed five strategies with specific 
activities that will help us ensure an innovative and equitable engagement system for the City of Minneapolis: 

• Strategy 1:  Expand Community Engagement Strategies: This strategy will guide the
department in developing and promoting engagement strategies that will pique the interest of all
residents.

• Strategy 2:  Support Strong, Vibrant and Functional Neighborhood Organizations: This
strategy will ensure that the department and neighborhoods organizations are working together to find
creative ways to engage cultural communities in our City and help neighborhoods organizations function
seamlessly.

• Strategy 3: Increase the Capacity of NCR’s Community Engagement Efforts by Working
with Community Partners: This strategy will help the department look at ways to expand successful
partnerships that are in line with the goals of the Blueprint document and the City goal, One Minneapolis.

• Strategy 4:  Ensure that City Departments are Well Equipped to Conduct Effective
Public Participation: This strategy outlines the way the department will provide consistent training, 
tools and support for City staff to provide good public participation.

• Strategy 5:  Evaluate and Celebrate Progress: This strategy will ensure the department’s efforts
are truly effective.

Value Statement 

NCR firmly believes that the involvement of all residents is essential to creating a better Minneapolis. We believe 
that the entire community benefits when everyone has access to information, programs, services and decision - 
making. 
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Introduction  
This document focuses on inclusive and equitable participation that meets people where they are to ensure that all 
community voices are sought and valued, and that decisions reflect the communities which they impact. The 
Neighborhood and Community Relations Department’s mission is “Engaging Communities for a Better Minneapolis.” 
To achieve this, the department has staff dedicated to engage with specific communities in Minneapolis. They are 
the Latino, African American, American Indian, Southeast Asian, East African, Senior and Disability communities. 
These communities were determined based on their population size in the City. The department also has staff 
supporting the City’s 70 neighborhood organizations. 

Furthermore, by engaging these communities the City acknowledges the right of residents to have a say and to be 
involved in the business of government. The City recognizes that the community is a valuable source of expertise 
to influence government decisions that improve the quality and delivery of public services. 

Each community – be it geographic or cultural – has individual strengths and unique needs. We recognize the 
capacity that exists within each cultural community, and we acknowledge the work taking place within 
Minneapolis’ 70 recognized neighborhood organizations. 

The International Association of Public Participation (IAP2) 

In order to provide a consistent service across City departments and in the community, NCR will be using the 
International Association of Public Participation (IAP2) model for the community engagement. This model has 
proven to be effective. It provides good techniques for staff to properly conduct public participation processes. It 
also provides residents with the information they need to be involved in a meaningful way and communicates to 
residents how their input affects the decision that needs to be made. 

The image below depicts the IAP’s Spectrum of Public Participation. The spectrum demonstrates the varying levels 
of participation, depending on the goals, time frames, resources and levels of public concern or interest in the 
decision. Most importantly, each participation level involves a promise to the public that if not defined or 
understood clearly by both participants and decision makers, can result in dissatisfaction in the process and 
outcomes. At all public participation levels, promises should be clear – and promises should be kept. 

(2007 International Association of Public Participation). 
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The Core Principles of Community Engagement 

In 2007, the Minneapolis City Council adopted the Core Principles of Community Engagement from the IAP2. These 
principles were adopted to show the City’s commitment to community engagement and lay the ground work for 
City employees and community members to start from the same page. IAP2 has demonstrated that decisions 
made from prioritizing these core principles, have proven to be the most success, respected, and sustainable. They 
are: 

1. Right to be involved – Public participation is based on the belief that those who are affected by a decision
have a right to be involved in the decision-making process.

2. Contribution will be thoughtfully considered – Public participation includes the promise that the public's
contribution will be thoughtfully considered.

3. Recognize the needs of all – Public participation promotes sustainable decisions by recognizing and 
communicating the needs and interests of all participants, including decision-makers.

4. Seek out involvement – Public participation seeks out and facilitates the involvement of those potentially 
affected by or interested in a decision.

5. Participants design participation – Public participation seeks input from participants in designing how 
they participate.

6. Adequate information – Public participation provides participants with the information they need to
participate in a meaningful way.

7. Known effect of participation – Public participation communicates to participants how their input
affected the decision.
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Strategies  
Strategy 1: Expand Community Engagement Strategies 

Our cultural communities are an asset to the City. In order to appropriately engage and build trust, the City must 
promote strategies that will engage the interest of all residents in the City. Additionally, it is important for the City 
to learn and value relationship structures within cultural-specific organizations and other community respected 
systems. NCR has dedicated staff that are immersed in each of these communities. 

AC T I V I T I E S:  

1. Expand engagement strategies with cultural, senior, youth, and disability communities and neighborhood
organizations.
• Latino Community: The Latino community established the Latino Engagement Task Force (LETF),

a core group of influential Latino leaders called together to help shape the City and the
department’s efforts to engage with the community. Examples of the collaboration between the
Latino community and the City include the passage of the Minnesota Dream Act, revitalization of
the Mercado Central, driver’s licenses for all and support for immigration reform and education.

• African American Community: Understanding the historical background of African Americans in
Minnesota and the cultural norms that exist within the community are essential in engaging the 
community. The foundation of the African American community can be found in families,
nonprofits, faith institutions, young professionals and seniors. Recently the department
partnered with a community organization to convene a job fair and public safety fair for the
community. Both events brought residents, community stakeholders, youth and law 
enforcement personnel together to discuss issues that are important to the community.

• American Indian Community: The City of Minneapolis has a large and tribally-diverse American
Indian community. The community is an internationally recognized hub of arts, culture and 
activism that promotes strong values, traditions and spirituality. The City has a formal
relationship with the American Indian Community through a Memorandum of Understanding. 
The community and the City work in partnership to create sustainable solutions to critical issues
currently facing the urban American Indian population and ensure the needs and priorities of the 
community are being heard and addressed.

• Southeast Asian Community: For the Southeast Asian Community, engagement starts with
community elders, traditional leaders, and family and clan representatives. Community-based
organizations serve as conveners and platforms for community to be heard. The elders are
revered as protectors of the community. As an outcome of these engagement efforts there is a
growing interest within the Southeast Asian community to serve on the City’s Boards and
Commissions.

• East African Community: The East African Community is a culturally oral society, so disseminating
information through physical appearances, radio and television, rather than in writing, is most
effective. Faith institutions (mosques), community-based organizations and non- profit 
organizations and institutions are also a great way to effectively reach out to and engage the East
African community. Because of the relationships built with the City, the community and City,
along with other agencies, have worked together on keeping money transfer businesses open.
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• Senior Community: The City of Minneapolis is able to engage with its senior community through 
the Minneapolis Advisory Committee on Aging. The committee helped to develop the
Minneapolis for a Lifetime strategy. This guiding document was adopted by the Minneapolis City
Council in October 2013 and serves as the foundation of the City of Minneapolis’ designation as
an Age Friendly Community by the World Health Organization and AARP.

• Youth: Nearly 20% of Minneapolis residents are under of the age of 18. The actions taken today
affect this population to a greater degree than they affect any other population. The Minneapolis 
for a Lifetime strategy and the Age Friendly Communities model emphasizes intergenerational
connections and involvement. As the action steps are developed in 2016 for these initiatives,
youth will be invited to be at the planning table to help identify where there is alignment on
community issues and where we can work together on solutions.

• Disability Community: A primary mechanism for engaging people with disabilities is the
Minneapolis Advisory Committee on People with Disabilities (MACOPD). Made up of diverse 
residents from the disability community, MACOPD works with NCR to enhance understanding of
disability-related concerns and accessibility opportunities with City operations. In 2015, NCR
initiated an enterprise-wide evaluation of City programs and services under the Americans with
Disabilities Act. The department created the Accessibility Liaison Network consisting of City 
department representatives who work to collectively address and resolve accessibility issues. The
evaluation will culminate in a comprehensive ADA Action Plan with department-led initiatives to 
remedy physical (Property Services), programmatic (NCR) and public realm (Public Works) barriers.

• Renters: Renters in Minneapolis make up 51% of the City’s population. The department works in
partnership with the Regulatory Services Department and neighborhood organizations to 
organize events that get renters involved in the community.

• Neighborhood Organizations: Minneapolis neighborhood organizations have a long tradition of 
involvement. Neighborhood organizations are uniquely suited to addressing localized issues. 
While the work of neighborhood organizations over the past 25 years has been primarily project- 
based, recent energy has focused on ensuring for a democratic process where all voices are
considered – especially those from cultural communities, renters, seniors, youth and the disabled.
Neighborhood organizations’ engagement strategies have expanded beyond evening meetings 
and newsletters, and are increasingly incorporating many of the strategies described above.

2. Experiment with new and innovative engagement strategies.
3. Provide leadership training for cultural communities. Currently, NCR and the Neighborhood and 

Community Engagement Commission sponsor the One Minneapolis Fund, which supports leadership
development and cultural engagement through non-profit partnerships. 

4. Learn priority issues for cultural communities to recommend collaborations with shared interests.
5. Develop a concrete communication plan that focuses on the best ways to reach non-English speaking

communities. These best practices may include utilizing culturally specific organizations, radio and 
newspaper, expand the use of social media, increase the use of teleconferencing and other unique
methods such as posting signs at bus stops, restaurants, coffee shops and other high traffic or community
gathering spaces.

Strategy 2:  Support Inclusive, Vibrant and Effective Neighborhood Organizations 

Neighborhood organizations are an asset to the City. In addition to the project-based work carried out over the 
past two decades through the Neighborhood Revitalization Program (NRP), neighborhood organizations are an 
increasingly integral part of the City’s engagement efforts. In order to be effective in this work, the City and 
neighborhood organizations must work in partnership to enhance engagement, and employ strategies that 
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connect diverse residents with each other and with City efforts. We recognize that no two neighborhoods have the 
same demographic profile, and that not all strategies will be appropriate in all neighborhoods. We also recognize 
that neighborhood organizations are in a unique position to identify local issues, opportunities and communities 
and mobilize local resources. 

A C TI V I TI E S: 

1. Work in collaboration with neighborhood organizations to encourage meaningful involvement of more 
residents in neighborhood organizations. Focus on engagement strategies and on identifying and 
removing barriers to full civic participation and meaningful engagement and discouraging and 
preventing exclusion.

2. Support a culture of learning that allows for the development of new and innovative engagement
strategies. Facilitate new partnerships and mentorships amongst neighborhood and cultural 
organizations.

3. Recognize the changing role of neighborhood organizations within the City of Minneapolis. NCR will work
in collaboration with neighborhood organizations to support a vision that includes increased community
engagement efforts while still valuing project-based work, supporting transparency, accountability and 
democratic processes. 

4. Provide enhanced training and technical support to neighborhood organizations. Expand NCR Learning
Labs that focus on understanding and engaging all communities as well as continuing training on non- 
profit management and City processes.

5. Streamline the bureaucratic processes of the NRP and CPP programs. Update department policies (as
appropriate) to ensure that processes and policies support efforts aimed at increasing equity.

Strategy 3: Increase the Capacity of NCR’s Community Engagement Efforts by 
Working with Community Partners 

Community partnerships are vital, and are at the very core of NCR’s work. Much of our strength as a department 
comes from our relationships, our work with partner organizations, and being able to connect partners with each 
other and with other governmental departments. 

By working to strengthen and support partnerships with other organizations with a similar vision and values, NCR 
hopes to increase our collective capacity to fulfill the needs and the dreams of all Minneapolis residents – 
regardless of their background. 

AC T I V I T I E S:  

1. Expand work with funders to ensure that resources are available to community and neighborhood 
organizations.

2. Develop new and promote existing training opportunities, particularly those such as the Boards and
Commissions Leadership Institute (BCLI) that foster leadership development.

3. Work with colleges and universities to identify and share the best practices of nonprofit organizations.
4. Continue City programs such as the One Minneapolis Fund, the Community Innovation Fund, the

Community Participation Program and others that encourage partnerships and expand outreach.
5. Support activities that bring City staff out into the community, such as NCR’s Community Dialogues

training for City employees that provides an in-depth look into best practices for engagement with
cultural residents.

6. Recognize that each organization functions in its own way. Allow for the necessary time to develop true
partnerships and create welcoming environments.

7. Support scalable partnerships, from single events to long-term collaborations.
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8. Encourage partnerships that support creative engagement activities and ways of providing input beyond 
just attending meetings.

Strategy 4: Ensure City Departments are Well Equipped to Conduct Effective 
Public Participation 

The City of Minneapolis and its employees must value the input of all residents in order to achieve the City goal of 
One Minneapolis. Ensuring that City staff has the necessary tools and support in public participation will positively 
impact residents and the City enterprise. 

AC T I V I T I E S:  

1. Provide training support to City departments. Training will include:
a. Public Participation and Core Principles of Community Engagement: NCR wants to work

towards standardizing the way that city employees seek input from residents. NCR will train city
employees using the International Association of Public Participation (IAP2) model and the Core
Principles of Community Engagement that were adopted by the City Council in 2007.

b. Community Dialogues: NCR has developed and implemented training for City employees that
provides an in-depth look into best practices for engagement with cultural residents.

c. Translation and Interpretation Services: The City is mandated by federal law to provide
translation and interpretation services when requested. NCR’s goal is to train City staff on best
practices to go above and beyond what is required to make residents feel they have a place at
the table.

d. Americans with Disabilities Act (ADA): The City is mandated by federal law to provide
interpretation services when requested. NCR’s goal is to train City staff on best practices that go
above and beyond what is required to make residents feel they have a spot at the table.

e. Community Engagement Liaison Network: NCR will gather together City employees for whom
public participation is a key component of their jobs to provide training and discuss best practices 
and issues that may arise in their daily work.

2. Recognize the value of cultural engagement at the same level as neighborhood engagement. NCR will
provide training and tools to City departments so that they are equipped to properly get input and
feedback from all residents and community leaders during the key points of City projects, initiatives and
policy-making. Training will include: 

a. Ways to modify meeting structures to reflect the norms and values of different cultural
communities and ways to focus recruitment efforts on building rapport and trusted relationships
in communities and infusing community voices in decisions.

b. Best practices for providing translated materials and interpretation for all meetings where the
decision-making process is underway and provide quality assurance of translated documents.

3. Review current engagement practices of City departments and, if needed, work together to make
necessary improvements. The Neighborhood and Community Engagement Commission (NCEC) is 
preparing an update to the City’s Community Engagement Process Model Guidebook. NCR will use this
guidebook to train City staff on public participation methods.

4. Examine ways in which board and commissions can adopt new ways to conduct business that can increase
their appeal to new potential board and commission members from all communities. NCR is developing a
new City policy to support non-English speaking residents who wish to serve on a City board or
commission.

5. Support the City with policy and ordinance changes that recruit, train and appoint diverse residents and
people with disabilities to City advisory boards to ensure accurate representation of the city’s diverse
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communities. NCR plays a key role in increasing awareness of the opportunity to serve on City boards and 
commissions. 

a. Boards and Commissions Leadership Institute: NCR and the City Clerk’s office have collaborated
with Nexus Community Partners on the Boards and Commissions Leadership Institute (BCLI) 
training program. BCLI prepares residents of color to be successful on a board or commission. 
Residents who complete this program are highly encouraged to apply for City boards and
commissions.

b. Streamlined appointments process: In 2009, NCR and the Clerk’s office restructured the timing
of board appointments to be made twice per year. This allows the City do to targeted outreach
and makes it easier for residents to know when opportunities to serve on City boards and
commissions are available to them. 

c. One Minneapolis Fund: A small grant program supporting leadership development and cultural 
engagement through non-profit partnerships.

d. Minneapolis City Academy: A five-week course in which residents learn about City operations
and programs. Participants are encouraged to consider joining City boards and commissions or
neighborhood boards. 

6. Increase the accessibility and approachability of City meetings. Begin working with City leadership to
expand the time and locations of meetings so that residents can more easily interact with local
government.

Strategy 5: Evaluate and Celebrate Progress 

Creating processes and outcomes that are fair and just can be difficult. It’s important to take the time to ensure 
that that our efforts are truly effective. When we do succeed, we should celebrate our accomplishments, and 
share the new-found knowledge with others. 

AC T I V I T I E S:  

1. Continue to fine-tune the reporting mechanisms for work supported by NCR-managed contracts, 
particularly those focusing on community activities and outreach work.

2. Promote community and department successes in NCR communication and training efforts.
3. Support periodic evaluations of the community engagement work utilizing external and independent

program evaluators.
4. Identify new measures – both quantitative and qualitative– for tracking community engagement

activities.
5. Establish and support an independent, peer-supported recognition and mentoring system that celebrates

best practices among cultural and neighborhood organizations. 

Contact: Neighborhood and Community Relations Department, 612-673-3737 or NCR@minneapolismn.gov 
www.minneapolismn.gov/ncr 

For reasonable accommodations or alternative formats please contact the Neighborhood and Community 
Relations Department at 612-673-3737. People who are deaf or hard of hearing can use a relay service to call 311 
at 612-673-3000. TTY users call 612-673-2157 or 612-673-2626. 

Para asistencia 612-673-2700 - Rau kev pab 612-673-2800 - Hadii aad Caawimaad u baahantahay 612-673-3500. 
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One of the city’s oldest neighborhoods, Olde Towne East is a hub of historic preservation opportunities 
and activities, boasting houses representing over 50 unique architectural styles.       

OFFICE OF DIVERSITY AND 
INCLUSION 

Division Description

Effective in 2017, the administration 
proposes a renaming of the Equal Business 
Opportunity Commission Office (EBOCO) to 
the Office of Diversity and Inclusion (ODI).  
The office will continue to be a division 
under the Mayor’s office, but with a new 
brand and a renewed focus.  The ODI is 
responsible for supporting the mayor and 
his cabinet by leading diversity and 
inclusion management within the City of 
Columbus.  The Office of Diversity and 
Inclusion will focus on four pillars of diversity 
and inclusion management:  workforce 
diversity, supplier diversity, diverse 
outreach, and internal diverse leadership, 
commitment, and communications. 

Department Mission
The Office of Diversity and 
Inclusion is dedicated to creating 
and implementing programs, 
policies, and procedures that will 
deliver and capture value through 
supplier and workforce diversity.  
Additionally, the office will assist 
underserved, under-utilized 
businesses with gaining greater 
access to procurement 
opportunities and resources to 
build viable and sustainable 
businesses. 





Strategic Priorities for 2017 
Diversity and Inclusion 

Implement a disparity study for the City of Columbus. 

Implement a workforce diversity strategy for the City of Columbus. 

Implement the first citywide diversity scorecard. 

Implement the first ever Ohio Municipalities Business Conference to promote small, minority, 
and women owned business opportunities. 

Implement a business opportunity assessment program to enhance the capacity of diverse 
businesses and help them find resources to enhance their ability to compete. 

Increase supplier diversity outreach and engagement to increase the pool of diverse suppliers 
who can compete for City of Columbus contracting opportunities. 

Continue to expand relationships with advocacy groups and community organizations that 
support small, minority, and women owned businesses, and those that can help establish and 
grow diverse workforce pipelines. 

Monitor and review city contracts for compliance, participate in targeted outreach activities, 
and other efforts to ensure fairness, equity, and inclusion in the city’s procurement process. 

Implement a diversity communications strategy that promotes the city’s commitment to 
diversity and inclusion, both internally and externally. 

Support the administration and facilitation of an annual and newly established City of 
Columbus diversity committee process led by the Mayor and supported by ODI. 

2017 BUDGET NOTES 
The Office of Diversity and Inclusion budget includes funding to help facilitate diversity and 
inclusion initiatives that have implications across all city departments.  In addition: 

The office will host its first annual “Ohio Municipalities Business Conference” in 2017, a
statewide business conference to facilitate the sharing of best practices among
stakeholders.  Funding in the amount of $150,000 is budgeted to coordinate this
initiative.

The office has budgeted 11 full-time positions, including a Workforce Manager to lead
the newly formed Workforce Diversity program.

The core functions of the “MBE/FBE Support” program under EBOCO will continue to be
supported within the Supplier Diversity program.  Funding in the amount of $325,892 is
allocated within the program to continue to improve citywide procurement processes
thereby expanding the number and capacity of certified diverse suppliers to the city.



Fund
2014

Actual
2015

Actual
2016

Budget
2016

Projected
2017

Proposed

General Fund
Personnel $ 821,767 $ 852,982 $ 871,329 $ 926,826 $ 1,149,427

Materials & Supplies 3,683 4,954 5,100 5,100 7,750
Services 72,371 64,576 58,423 67,790 334,716

General Fund Subtotal 897,821 922,512 934,852 999,716 1,491,893

Department Total $ 897,821 $ 922,512 $ 934,852 $ 999,716 $ 1,491,893

Department Financial Summary by Area of Expense

Fund FT/PT
2014

Actual
2015

Actual
2016

Budgeted
2017

Budgeted

General Fund
Office of Diversity & Inclusion FT 9 9 9 11

Total 9 9 9 11

Department Personnel Summary

Program
2016

Budgeted
2016
FTEs

2017
Proposed

2017
FTEs

Administration $ 355,620 3 $ 1,057,105 10
Diverse Outreach - 0 - 0
Diverse Communication & Commitment - 0 - 0
Supplier Diversity - 0 325,892 0
Workforce Diversity - 0 98,322 1
Internal Services - 0 10,574 0
MBE/FBE Support 579,232 6 - 0

Department Total $ 934,852 9 $ 1,491,893 11

Operating Budget by Program



2017 
PROGRAM 

GUIDE 

ADMINISTRATION 
To plan, implement, and evaluate the 
minority/female certification and contract 
compliance function for the City of Columbus. 

DIVERSE OUTREACH 

To implement an aggressive outreach strategy 
partnering with key external stakeholders in the 
areas of business, industry, academia, and 
governmental and social service agencies to 
enhance the workforce diversity and supplier 
diversity missions of the office.  Working in 
partnership with the Department of 
Neighborhoods and the Community Relations 
Commission, strive to elevate the diversity and 
inclusion proficiency of all Columbus entities and 
organizations within Central Ohio to help 
Columbus become America’s Opportunity City. 

DIVERSE COMMUNICATION AND 
COMMITMENT 

To clearly define and communicate internally 
what the City of Columbus means by diversity 
and inclusion.  Also, to support the 
administration’s vision and commitment to 
diversity and inclusion throughout city 
departments and commissions, with the ultimate 
goal of developing a benchmark standard of 
diversity and inclusion leadership for other U.S. 
cities to follow.   



SUPPLIER DIVERSITY 

To ensure that the City of Columbus sources 
goods and services, in all commodity categories, 
from diverse suppliers, with a focus on 
expanding the number and capacity of certified 
diverse suppliers, and expand the variety of 
goods and services offered by those diverse 
suppliers.  This mission will include developing 
policies to enhance inclusion and utilization 
efforts within the procurement process of the City 
of Columbus and its departments and 
commissions. 

WORKFORCE DIVERSITY 

To reflect the diversity of the residents that make 
up the population of the City of Columbus.  As 
we attract, retain, and develop city employees, 
we will focus on new and innovative ways to help 
ensure that diversity is a part of that process. 

INTERNAL SERVICES To account for the internal service charges of the 
department necessary to maintain operations. 

MINORITY/FEMALE BUSINESS 
ENTERPRISE (MBE/FBE) SUPPORT 

To develop and implement race- and gender-
neutral programs that encourage the use of a 
diverse pool of qualified minority and female 
contractors and service providers. 
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Mayor Ted Wheeler, Commissioner-in-Charge
Koffi Dessou, Interim Director

Percent of City Budget

Bureau Programs

Bureau Overview

  Requirements 
 Revised

FY 2017-18 
 Adopted

FY 2018-19 
 Change from

Prior Year 
 Percent
Change 

Operating 1,744,858 1,919,615 174,757 10.02
Capital 0 0 0 0.00

Total Requirements 1,744,858 1,919,615 174,757 10.02
Authorized Positions 11.90 11.60 (0.30) (2.52)

Office of Equity & Human Rights 0.0%

Remaining City Budget 100.0%

Civil Rights Program 11.8%

Citywide Equity Program 53.1%

Comm Equity & Engagement 35.1%
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Bureau Summary
Bureau Mission

The mission of the Office of Equity & Human Rights (OEHR) is to provide 
education and technical support to City of Portland staff and elected officials, 
leading to recognition and removal of systemic barriers to fair and just distribution 
of City resources, access and opportunity starting with issues of race and disability.

Bureau Overview

The Office of Equity and Human Rights was created in September 2011 by City 
Council. The office provides services to all City bureaus in the areas of training and 
technical assistance related to promoting equity and reducing disparity throughout 
the City. The office has four major budget programs carried out by twelve 
employees: the Citywide Equity Program, the Community Equity & Engagement 
Program, the Civil Rights Program, and Administration & Support. The office is 
responsible for administration and staffing of the Human Rights Commission, the 
Portland Commission on Disability, and the Diverse and Empowered Employees of 
Portland. The office also administers the Black Male Achievement Initiative.

Strategic Direction

The Portland Plan’s Framework for Equity describes the equity approach to be 
undertaken by the City, outlines the action items for various bureaus, and provides 
a framework of program-specific goals. The overall long-term goals are as follows:

Create a Citywide Equity Initiative;

Collect and review City data that reflects on and informs equity work; and

Create an equity strategy for City bureaus and staff.

The office has achieved the goals and moved beyond those efforts by creating a 
more robust process for Title II of the Americans with Disabilities Act and Title VI 
of the Civil Rights Act, developing the Citywide Racial Equity Goals and Strategies, 
guiding bureaus through the Racial Equity Plan development process, expanding 
training and education, and institutionalizing equity in the budget process 
through an enhanced budget equity tool.

Summary of Budget Decisions

Adds Public Accommodations

The Adopted Budget includes $75,000 in one-time General Fund resources for a 
Citywide public accommodations pool. Bureaus will be eligible to apply for 
funding to support specific projects that cannot be funded through existing 
resources; this may include interpretation, childcare, transportation, and other 
services to reduce barriers to participation for underserved communities.
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Interagency Agreement Balancing

The Adopted Budget includes $1,393 in net changes to interagency costs for OMF 
services. Increased costs are primarily for Enterprise Mobility Management and 
Microsoft Enterprise Mobility + Security. Reduced costs for OMF services are 
primarily for reductions around Tableau implementation, and changes in the 
Bureau of Internal Business Services. General Fund resources of $800 have been 
added to account for the net impact of these interagency agreement changes, with 
the exception of computer lifecycle replacement costs that are funded within 
existing resources.

FY 2017-18 Carryover: Software Program Pilot

The Adopted Budget carries over $50,000 to fund a software pilot project, a 
subscription-based application to collect data and report on the implementation of 
the Citywide Equity performance measures. These resources will fund a one-time 
subscription for about 100 users across the city bureaus. This project is to support 
the reporting needs of the Citywide Racial Equity Plans and Goals as well as 
the disability equity plans.

Budget Note Public Accommodations

Council directs the Office of Equity & Human Rights, the Office of Neighborhood 
Involvement, and the City Budget Office to undertake an analysis of Citywide 
public accommodations. This will include identification of current spending and 
service levels across all bureaus. These entities will provide recommendations for 
the City’s standard provision of accommodations, how to centralize support and 
resources for bureaus to meet these standards, and how to fund services that go 
beyond current allocations (focused first on prioritization of existing resources and 
process improvements without new resources). The analysis will be provided no 
later than December 31, 2018 in order to inform FY 2019-20 Budget Development.



468 City of Portland, Oregon – FY 2018-19 Adopted Budget

Office of Equity & Human Rights
Community Development Service Area 

Administration and Support
Description This program provides strategic support and direction for bureau staff, executive 

level assistance to the director, support to the senior policy team and program area 
staff, and administration of general bureau business operations

Goals The Administration and Support program supports the Citywide goal of effective 
and efficient management and governance of City resources, including personnel 
management, budget, and non-financial resources.

Performance The performance of this program will be measured by how well the office remains 
within its budget. Last year, the office accomplished this goal.

Changes to Services 
and Activities

There are no significant changes to this program in FY 2018-19.

  FTE & Financials 
 Actual

FY 2015-16 
 Actual

FY 2016-17 
 Revised

FY 2017-18 
 Proposed
FY 2018-19 

 Adopted
FY 2018-19 

FTE 1.95 1.95 2.14 2.11 2.11
Expenditures

Administration          132,615 194,581 257,541 336,476 336,380
Total Expenditures 132,615 194,581 257,541 336,476 336,380
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Citywide Equity Program
Description Within the Citywide Equity Program, there are three major components:

Equity Training and Education Program: The program designs and delivers 
training to City staff on equity concepts and implementation methodologies, 
centering on race and disability. Participants learn to recognize institutional 
barriers to just distribution of resources, and develop strategies to remove barriers 
in policies, programs, and practices.

Equity Technical Support & Consulting: OEHR provides consulting, technical 
assistance, and equity tools to assist bureaus with implementing their Racial Equity 
Plans. Each bureau is assigned an Equity Advisor to support bureau leadership. 
OEHR also has several staff members who provide Citywide assistance in 
evaluating or changing policies or practices.

Diverse Empowered Employees of Portland (DEEP): This networking resource is 
the central coordinating committee of the City employee affinity groups. DEEP 
seeks to help create a work environment that is inclusive and supportive of the 
City’s diverse workforce. OEHR provides equity and budget guidance, as well 
as financial management for the committee.

Goals Equity Training and Education Program will develop and deliver training 
curriculum on institutionalized racism and equitable service delivery to 
individuals with disabilities.

Equity Technical Support and Consulting will work with Bureaus to review their 
Racial Equity Plans, assess progress, and adjust current year plans to reflect results 
of prior year actions.

DEEP will track the number of DEEP-sponsored and coordinated events and the 
number of participants.

Performance Equity Training and Education Program: The bureau trained 1,202 employees in 
FY 2016-17 in the Equity 101 training. Projected trainings for FY 2017-18 and FY 
2018-19 are somewhat lower, as the bureau is moving quickly toward its target of 
training 100% of City employees by FY 2018-19.

While the bureau does not have direct control over workforce demographics, 
OEHR is responsible for tracking and reporting this information on its Workforce 
Demographics dashboard to show City progress toward equity targets. This 
dashboard recently migrated to the Tableau platform, enabling access on mobile 
devices and allowing data to be refreshed more frequently. Disability Status was 
also added as an employee demographic field.

Changes to Services 
and Activities

The FY 2018-19 Adopted Budget includes $50,000 in one-time carryover for a 
software pilot to collect data and report on the implementation of the Citywide 
Equity performance measures. The budget also includes $75,000 in one-time 
General Fund resources for a public accommodations pool.
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  FTE & Financials 
 Actual

FY 2015-16 
 Actual

FY 2016-17 
 Revised

FY 2017-18 
 Proposed
FY 2018-19 

 Adopted
FY 2018-19 

FTE 3.80 3.67 4.85 4.76 4.76
Expenditures

Citywide Equity Council          133,867 251 0 0 0
Citywide Equity Program       0 0 100,440 75,000 125,000
DEEP Program        30,967 30,036 23,504 26,014 26,014
Equitable Purchasing & Contracting Comm      0 2,124 0 0 0
Racial Equity Toolkit Cohort      0 93,964 126,795 95,367 95,367
Tech Support & Consulting         312,061 317,029 233,611 295,342 295,342
Training & Education       248,729 309,389 225,188 299,077 299,077

Total Expenditures 725,624 752,793 709,538 790,800 840,800

  Performance 
 Actual

FY 2015-16 
 Actual

FY 2016-17 
 Yr End Est.
FY 2017-18 

 Base
FY 2018-19 

 Target
FY 2018-19 

Key Performance Measure
Percentage of City management that are employees of color 16% 18% 21% 25% 25%
Percentage of City employees that have completed Equity 101 
training

54% 74% 85% 90% 90%

Outcome
Percentage of City workforce that are employees of color 20% 25% 33% 35% 35%

Workload  
Number of City employees who received equity trainings annually 1,637 1,202 800 500 350
Number of requests by City bureaus or elected officials for equity 
consultation or technical assistance

15 40 75 75 60

Number of bureau consultations regarding the Language Access 
Program

36 60 60 60 75
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Community Equity & Engagement
Description Community Equity & Engagement includes four components:

Black Male Achievement Program (BMA): the BMA initiative addresses
disparities for Black men and boys in education, employment, criminal justice,
and community and family stability. The BMA initiative in Portland was
established as a program of the National League of Cities and coordinated by
the Mayor’s Office, then established as a program area in OEHR in December
2014. The program leads a collective of community organizations to create
access and opportunity to career pathways, self-determination, mental and
physical health, and policy change.
Human Rights Commission (HRC): the HRC works to eliminate
discrimination and bigotry in order to strengthen inter-group relationships and
to foster greater understanding, inclusion and justice for those who live, work,
study, worship, travel, and play in the City of Portland. In doing so, the
Commission is guided by the principles embodied in the United Nations’
Universal Declaration of Human Rights.
Portland Commission on Disability (PCoD): the mission of PCoD is to guide
the City in ensuring that it is a more universally accessible city. The commission
seeks accessibility in the built environment, employment, livability, and health
and outreach.
Equity Communications: This component promotes the equity work of the
office and City to the community and within City government: processing
public records and media requests; organizing public participation
events; recruiting Bureau Advisory Committee members and organizing
meetings; and producing informational resources and reports, videos, and
other materials about OEHR.

Goals The Community Equity and Engagement division priorities and goals are in close 
alignment with the Portland Plan Action Item #6: to include people not generally 
represented in decision making, advisory committees and technical teams, and to 
recognize non-geographic based communities in public involvement.

Performance Program-specific performance is measured as follows:

The Black Male Achievement Program will continue to act as a convener,
facilitator, policy guide, and collective voice to obtain data, push for policy
change, increase program scale, and exert influence to create awareness and
change for the betterment of Black men and boys.
The Human Rights Commission will measure the number of requests for
advice, consultation, technical assistance or input received from bureaus and
elected officials.
The Portland Commission on Disability will measure the number of requests
for advice, consultation, technical assistance or input received from bureaus
and elected officials.
Equity Communications will fulfill media and public records requests, create
the OEHR annual report, create multi-media material for OEHR’s work,
coordinate community events, and engage community with public events and
social media.
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Changes to Services 
and Activities 

There are no significant changes to this program in FY 2018-19.

  FTE & Financials 
 Actual

FY 2015-16 
 Actual

FY 2016-17 
 Revised

FY 2017-18 
 Proposed
FY 2018-19 

 Adopted
FY 2018-19 

FTE 3.30 3.67 3.74 3.62 3.62
Expenditures

Black Male Achievement Pg   142,931 170,445 183,203 187,704 187,704
Disability Commission           266,332 115,961 126,875 132,486 132,486
Equity Communications          96,027 99,705 103,693 90,300 90,300
Human Rights Commission      99,237 129,895 137,904 144,805 144,805
New Portlander Program        (2) 0 0 0 0

Total Expenditures 604,525 516,006 551,675 555,295 555,295

  Performance 
 Actual

FY 2015-16 
 Actual

FY 2016-17 
 Yr End Est.
FY 2017-18 

 Base
FY 2018-19 

 Target
FY 2018-19 

Output
Number of HRC advisements, consultations, or technical 
assistance provided to City bureaus and elected officials offices

2 7 6 10 6

Number of participants who engaged in BMA sponsored/hosted 
activities or programs

590 650 700 700 500

Workload  
Number of requests to PCOD for advice, consultation, or technical 
assistance by City bureaus or elected officials

2 13 15 15 20
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Civil Rights Programs
Description Disability Equity and ADA Title II Program: this program identifies and develops 

Citywide best practices and procedures for ADA Title II compliance. The program 
provides technical assistance to bureaus and the community, including questions, 
issues, policy, programming, planning efforts, best practices, institutional tools, 
service delivery, and identifies strategies to ensure government is equitable for 
people living with disabilities.

Civil Rights Title VI Program: Title VI of the Civil Rights Act of 1964 states that no 
person shall be excluded from participation in, denied the benefits of, or be 
subjected to discrimination in any City program, service, or activity on the grounds 
of race, color, or national origin. The City takes active steps to assure that, it 
provides and promotes equitable benefits of government, ensures equitable 
impacts, treatment, and nondiscrimination in City decision-making and its public 
programs.

Goals The Disability Equity Program and ADA Title II Program provides ongoing 
information dissemination and training, support bureau leads and other City staff 
around ADA Title II implementation activities, provides technical assistance for 
regular operations and large City projects, coordinates combined community 
concerns and complaints, and provides technical assistant to bureau leads on 
compliance documentation and data tracking.

Civil Rights Title IV Program provides ongoing information dissemination and 
training, support bureau leads and other City staff around Civil Rights Title VI 
implementation activities, provides technical assistance for regular operations and 
large City projects, coordinates combined community concerns and complaints, 
and provides technical assistant to bureau leads on compliance documentation and 
data tracking.

Performance Disability Equity and ADA Title II: the Key Performance Measures associated 
with the ADA Title II Program tracks Citywide progress toward removing barriers 
identified in the ADA Title II Transition Plan. OEHR supports these goals through 
training, providing technical assistance, providing information, tracking 
compliance, and more.

Racial Equity and Civil Rights Title VI: the Key Performance Measures associated 
with the Civil Rights Program tracks Citywide progress toward translating 
essential documents into safe harbor languages. OEHR supports these goals 
through training, providing technical assistance, providing information, tracking 
compliance, and more.

Changes to Services 
and Activities 

There are no significant changes to this program in FY 2018-19.
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  FTE & Financials 
 Actual

FY 2015-16 
 Actual

FY 2016-17 
 Revised

FY 2017-18 
 Proposed
FY 2018-19 

 Adopted
FY 2018-19 

FTE 0.95 1.61 1.17 1.11 1.11
Expenditures

Civil Rights Program   293,741 140,333 226,104 187,140 187,140
Total Expenditures 293,741 140,333 226,104 187,140 187,140

  Performance 
 Actual

FY 2015-16 
 Actual

FY 2016-17 
 Yr End Est.
FY 2017-18 

 Base
FY 2018-19 

 Target
FY 2018-19 

Key Performance Measure
Percentage of bureaus that have translated essential documents 
into the safe harbor languages

48% 100% 60% 60% 60%

Percentage of ADA Title II Transition Plan barriers removed by 
City bureaus each year

34% 47% 60% 70% 90%

Workload  
Number of bureau consultations regarding Title II / Title VI 100 115 75 75 90
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Performance Measures

Employees Receiving Equity 101 Training

City Council established Equity 101 as 
mandatory for all City employees. OEHR has 
directed substantial organizational resources 
into maximizing training capacity to meet 
this expectation. The spike in 2016 reflects 
the surge in participation immediately 
following Council's mandate.
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Percentage of City Managers that are Employees of 
Color

This is a key indicator for the City in 
measuring how well communities of color 
are represented in higher-compensated 
positions of decision-making authority 
within the organization.
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% of City employees trained on Equity 101

This measure tracks progress against the 
Council-mandated goal that all City 
employees receive Equity 101 training.  
Although ongoing training for new 
employees will always be necessary, OEHR 
will consider this goal met when the number 
of employees trained meets the total number 
of employees (excluding "casual/seasonal" 
appointments). 
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 Actual
FY 2015-16 

 Actual
FY 2016-17 

 Revised
FY 2017-18 

 Proposed
FY 2018-19 

 Adopted
FY 2018-19 

Resources
External Revenues
Charges for Services 4,300 2,098 0 1,500 1,500
Intergovernmental 750 (750) 0 0 0
Miscellaneous 47,506 1,703 2,428 0 0

Total External Revenues 52,556 3,051 2,428 1,500 1,500
Internal Revenues
General Fund Discretionary 1,260,328 1,018,616 1,105,250 1,212,718 1,235,230
General Fund Overhead 516,088 575,741 631,491 655,493 682,885
Interagency Revenue 5,823 5,126 5,689 0 0

Total Internal Revenues 1,782,239 1,599,483 1,742,430 1,868,211 1,918,115
Beginning Fund Balance 0 750 0 0 0

Total Resources $1,834,795 $1,603,284 $1,744,858 $1,869,711 $1,919,615

Requirements
Bureau Expenditures
Personnel Services 1,530,004 1,333,656 1,305,755 1,452,361 1,452,361
External Materials and Services 170,843 79,529 222,993 192,526 242,526
Internal Materials and Services 133,198 190,099 216,110 224,824 224,728

Total Bureau Expenditures 1,834,045 1,603,284 1,744,858 1,869,711 1,919,615
Fund Expenditures

Total Fund Expenditures 0 0 0 0 0
Ending Fund Balance 750 0 0 0 0

Total Requirements $1,834,795 $1,603,284 $1,744,858 $1,869,711 $1,919,615
Programs
Administration & Support       132,615 194,581 257,541 336,476 336,380
Mayor's Office           0 (429) 0 0 0
COCL Support        77,515 0 0 0 0
Citywide Equity Program       725,624 752,793 709,538 790,800 840,800
Civil Rights Program          293,741 140,333 226,104 187,140 187,140
Govern. For Racial Equity          25 0 0 0 0
Comm Equity & Engagement      604,525 516,006 551,675 555,295 555,295

Total Programs $1,834,045 $1,603,284 $1,744,858 $1,869,711 $1,919,615
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 Salary Range 
 Revised

FY 2017-18 
 Proposed
FY 2018-19 

 Adopted
FY 2018-19 

 Class  Title  Minimum  Maximum  No.  Amount  No.  Amount  No.  Amount
30000434 Administrative Assistant 50,877 78,333 1.00 66,792 1.00 69,532 1.00 69,532
30000503 Disability Program Specialist 61,734 82,285 1.00 61,740 1.00 63,000 1.00 63,000
30001758 Equity and Human Rights Director 115,814 165,797 1.00 115,812 1.00 129,996 1.00 129,996
30000452 Management Analyst, Sr 71,510 95,472 1.00 95,472 1.00 95,472 1.00 95,472
30000464 Program Coordinator 68,078 90,792 5.00 380,086 5.00 423,883 5.00 423,883
30000465 Program Manager 71,510 95,472 2.00 184,451 2.00 188,772 2.00 188,772

TOTAL FULL-TIME POSITIONS 11.00 904,353 11.00 970,655 11.00 970,655
30000433 Administrative Specialist, Sr 47,362 72,904 0.90 42,624 0.60 33,696 0.60 33,696

TOTAL PART-TIME POSITIONS 0.90 42,624 0.60 33,696 0.60 33,696
TOTAL LIMITED TERM POSITIONS 0.00 0 0.00 0 0.00 0
GRAND TOTAL 11.90 946,977 11.60 1,004,351 11.60 1,004,351



478 City of Portland, Oregon – FY 2018-19 Adopted Budget

Office of Equity & Human Rights Budget Decisions

Community Development Service Area 

This chart shows decisions and adjustments made during the budget process. The chart begins with an estimate of the bureau's Current Appropriations Level 
(CAL) requirements.

 Amount
 Action  Ongoing  One-Time  Total Package  FTE  Decision

FY 2018-19 1,793,815 0 1,793,815 11.60 FY 2018-19 Current Appropriation Level
CAL Adjustments

0 0 0 0.00 Increased funding for DCTU contract
Mayor's Proposed Budget Decisions

0 75,000 75,000 0.00 Public Accommodations Pool
896 0 896 0.00 OMF interagency adjustments

Approved Budget Additions and Reductions
0 50,000 50,000 0.00 FY 2017-18 Program Carryover: Software Pilot

Adopted Budget Additions and Reductions
(96) 0 (96) 0.00 OMF interagency adjustments
800 125,000 125,800 0.00 Total FY 2018-19 Decision Packages

1,919,615 11.60 Total Adopted Budget
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City of Austin Equity Assessment Tool (DRAFT) 

INTRODUCTION 

The vision of the City of Austin is to make Austin the most livable city for ALL. The mission of the City of Austin                        

Equity Office is to provide leadership, guidance, and insight on equity to improve the quality of life for                  

Austinites. In order to achieve this vision, institutions need formal tools to closely examine policies, practices,                

budget allocations, and programs that perpetuate institutional racism and systemic inequities. The Equity             

Assessment Tool lays out a process and a set of questions to guide city departments in the development,                  

implementation and evaluation of policies, practices, budget allocations, and programs to begin to address their               

impacts on equity.  

Equity is defined as _______________. The Equity Assessment Tool leads with race, as it is the primary predictor                  

of access, outcomes, and opportunities for all quality of life indicators. By focusing on racial equity, this tool                  

introduces a framework that can be applied to additional marginalized social identities which intersect with               

racial identity including age, religion, gender identity, sexual orientation, and ability. The Equity Assessment Tool               

systematically integrates purposeful consideration to ensure budget and planning decisions reduce disparities,            

promote service level equity, and improve community engagement. 

BACKGROUND 

Austin has a long history of systemic racism and racial inequity that continues today. From the city’s origins,                  

African Americans and other communities of color were excluded, marginalized and discriminated against as a               

result of city policies and practices. This history was reinforced by segregationist policies throughout the 20th                

century affecting a range of Austin venues, including schools, public parks, and commercial businesses, among               

others. One of the most disheartening chapters of this legacy was the City of Austin’s Master Plan of 1928, which                    

divided the City along racial lines by moving community services for African American and Hispanic/Latinx               

residents to East Austin. African-American and Hispanic Austinites who tried to settle in areas outside of the                 

designated district were often denied services such as utilities and access to public schools. People of color were                  

told that if they wanted access to essential services, they had to live in the designated areas. Despite these                   

challenges, communities of color in Austin thrived and developed strong, close knit, and vibrant communities. 

While Austin was most recently recognized by US News and World Report as “The Best Place to Live in the U.S.,”                     

(citation needed), the City consistently makes national lists as a city with severe inequality. In 1950, Austin was                  

fourth in the country for the most income inequality. In 2015, the Martin Prosperity Institute listed Austin as the                   

most economically segregated city in the country (citation needed). Legacies of displacement by wealthier white               

Austinites and lack of access to opportunity for people of color have marked the city with continued racial                  

disparities. For more historical context, see Appendix A. 

In an effort to address racial inequity in Austin, City Council passed Resolution No. 20150507-027 in May of                  

2015, which directed the City Manager to evaluate the impact of existing city policies and practices on racial                  

equity and develop an Equity Assessment Tool that can be used across City departments during the budget                 

process. The Council’s goal is to utilize the Equity Assessment Tool and implement new policies, practices, and                 
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programs to help identify and address the inequities that impact the quality of life for low-income communities                 

in Austin, which are disproportionately communities of color. 

When fully implemented, the Equity Assessment Tool will aid City of Austin departments in: 

● Focusing on human centered design and building institutional empathy;

● Engaging residents in decision-making processes, prioritizing those adversely affected by current          

conditions;

● Bringing conscious attention to racial inequities and unintended consequences before decisions are           

made;

● Advancing opportunities for the improvement of outcomes for historically marginalized communities;

● Removing barriers to the improvement of outcomes for historically marginalized communities; and

● Affirming our commitment to equity, inclusion, and diversity.

INSTRUCTIONS 

This tool should be completed annually by department leadership and financial staff as you craft your budget                 

proposals and business plans for the following fiscal year. 

Please refer to the following seven steps for building racial equity, provided by GARE, as you complete this tool: 

1. Know the History: Consider historical events that have negatively impacted communities of color.            

Acknowledge them and create space for communities to share as to not repeat the same mistakes.

2. Develop the Proposal: What is the policy, program, practice or budget decision under consideration?             

What are the desired results and outcomes?

3. Monitor Data: What are the data? What do the data tell us? Are they disaggregated by race?

4. Engage the Community: How have communities been engaged? Are there opportunities to expand            

engagement?

5. Analysis and strategies: Who will benefit from or be burdened by your proposal? What are your               

strategies for advancing racial equity or mitigating unintended consequences?

6. Implementation: What is your plan for implementation?

7. Accountability and Communication: How will you ensure accountability, communicate, and evaluate          

results?

3 
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SECTION ONE: DEPARTMENTAL ANALYSIS 

1. What are your department’s greatest equity priorities?

2. How does your department measure the effectiveness of its racial equity programs?

3. What strategies does your department employ to ensure departmental policies, practices, and programs            

do not adversely impact communities of color?

4. What is the racial breakdown of your department’s client base?

5. What is the racial makeup of your department’s staff? (Your HR representative can provide this              

information.)

6. What is the racial makeup of your department’s contractors and consultants?

7. What are your department’s strategies for ensuring diversity of your staff?

8. What dollar amount and percentage of your department’s budget is allocated towards expanding            

diversity amongst your staff?

9. What dollar amount and percentage of your department’s training budget is allocated towards training             

opportunities for staff that focus on critical issues related to equity and the elimination of institutional               

racism?

a. Please list those training opportunities.

b. In what ways are your staff on-boarded or oriented to historical and current racial inequity?

c. How does your department measure the effectiveness of its equity and institutional racism            

trainings?

10. What dollar amount and percentage of your department’s budget is allocated towards capturing            

residents’ satisfaction with programming and services?

a. Are these data broken down by race, ethnicity, gender, national origin, and income level?             

Please provide an attachment of your most recent resident’s satisfaction report.

11. How is your department collaborating with other City departments to achieve racial equity in Austin?

SECTION TWO: BUDGET 

1. Identify ways in which your department pursues racial equity throughout budget planning.

4 



DRAFT: April 2017

2. Identify specific realignments in your department’s base budget that could advance racial equity for             

communities of color.

3. Describe an unmet need within your budget that inhibits your department's achievement of its greatest              

equity priorities.

4. What dollar amount and percentage of your budget is grant funding that supports programs or services               

designed to advance equity for communities of color?

5. How have you involved internal and external stakeholders, including marginalized communities of color,            

in your department’s budget process? What amount and percentage of your department’s budget is             

allocated towards this process?

6. Identify ways in which your department’s budget may disproportionately benefit some communities           

over others.

7. Identify ways in which your department’s budget may disproportionately burden or marginalize some            

communities over others.

8. What is the proportion of your department’s budget in relation to the City’s general fund budget?

SECTION THREE:  ENGAGEMENT 

1. Please list all opportunities your department offers residents to provide recommendations on programs,            

policies, and/or plans.

Funds allocated for this process and percent of base budget: ____________________________ 

2. Does your department translate public documents, policies, applications, notices, and hearings for           

persons with limited English proficiency or visual/hearing impairments? What dollar amount and           

percentage of your base budget is allocated towards this process? (Feel free to copy from your               

department’s Language Access Plan.)

● Please describe how your department determines which public documents, policies,         

applications, notices, and hearings are translated for persons with limited English proficiency or            

visual/hearing impairments.

● List all languages into which public documents, policies, applications, notices, and hearings are            

translated for limited English speaking populations.

3. Please describe how your department verifies the reading level of public documents, policies,            

applications, notices, and hearings.
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4. What dollar amount and percentage of your department’s budget is allocated towards ensuring that             

public documents, policies, applications, notices, and hearings are concise, understandable, and readily           

accessible to the public?

● Please describe your department’s process for determining if public documents, policies,          

applications, notices, and hearings are concise, understandable, and readily accessible to the           

public.

● Please describe by what means your department makes public documents, policies,          

applications, notices, and hearings more concise, understandable, and readily accessible to the           

public.

5. What dollar amount and percentage of your department’s base budget is allocated towards holding             

public meetings for the purpose of fact-finding, receiving public comments, and conducting inquiries?

● Please describe your department’s process for determining when public meetings for the           

purpose of fact-finding, receiving public comments, and conducting inquiries are appropriate.

● Please describe what accommodations are made so that community members may meaningfully           

participate:

Food is provided

Supervised children's activities are provided

ASL is provided

Translation or interpretation provided in (please specify languages):

_______________

_______________

_______________

_______________

Transportation is made available for community members with mobility issues

Location selected to be accessible to target community(s)

Other:___________________________

6. Please list your department’s community engagement events/activities for the past fiscal year.

7. What other strategies does your department employ to ensure accountability to communities of color in              

its planning process? (e.g., improved leadership opportunities, advisory committees, commissions,         

targeted community meetings, stakeholder groups, focus groups, increased outreach, stipended         

participation, etc.)

8. At what stage in your decision making process do you engage the community?

9. How many community members does your department engage annually?

10. What are the demographics of the community members you engage?
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11. Does your department collect feedback to evaluate the effectiveness of community engagement           

efforts? If so, how?

12. What are you doing to understand the lived experiences of members marginalized communities?

Applying for your department’s services

Participating in simulated training experience

Focus groups with clients

Other: __________________________

SECTION FOUR:  ALIGNMENT (with Council’s Six Proposed Priority Outcomes) 

Austin City Council has proposed the following six priority outcomes to guide the City:  

● Economic Opportunity and Affordability: Having economic opportunities and resources that enable          

residents to lead sustainable lives in their communities.

● Mobility: Getting where and when they want to go safely and cost-effectively

● Safety: Being safe in our home, at work, and in their communities

● Health: Being able to maintain a healthy life both physically and mentally

● Cultural and Learning Opportunities: Being enriched by Austin’s unique civic, cultural, ethnic, and            

learning opportunities

● Government that Works: Believing that City government works for everyone: that is fair and equitable;              

serves as a good, continuously improving and innovating steward of its resources; recruits and retains a               

high performing, ethical workforce; effectively collaborates with the public; and delivers the results            

people expect and an experience they welcome.

1. Please identify all the ways that your department’s proposed budget and planning have the potential to               

positively impact racial equity in one or more of Council’s six priority areas.

7 
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Appendix A: History 

To know where we are going, we must first know where we have been. Learning about past inequities and social                    

justice issues in our community can prevent repeating the same mistakes. 

Learn More about Austin’s Racial History: 

● Austin- A “Family-Friendly” City: Perspectives and Solutions from Mothers in the City. (2015)

● Link to full Master Plan of 1928 (the “Koch Proposal”) which formally and legally segregated the

City by only providing essential city services (utilities, education, paved roads) to people of color

in areas east of what is now I-35.

● “How East Austin Became a Negro district” (East End Cultural Heritage District)

● East Austin Gentrification Overview (East End Cultural Heritage District)

● “Austin: A Liberal Oasis?”, a slide presentation by Undoing White Supremacy Austin, presenting

a brief overview of the history of institutional racism in Austin (document format)

● (Dr. Eliot Tretter, 2016, University of Georgia Press) Planning for

displacement.  The partnership between UTA, the state and federal governments, and the real

estate industry and its dominance over City planning and economic development.  In particular,

Chapter 6 (“The Past is Prologue”) describes how the City’s legal and administrative policies, in

conjunction with private zoning deed restrictions, codified institutional racism. Interview with

Dr. Tretter

● Austin Restricted: Progressivism, Zoning, Private Racial Covenants, and the Making of a

Segregated City (Tretter,  Sounny-Slitine, Final Report to the Institute for Urban Policy Research

and Analysis, 2012)

● Austin Gentrification Maps (making visible one of the effects of COA policy and practice)

● Inheriting Inequality (maps of the history of the racial divide in Austin)

● Crossing Over: Sustainability, New Urbanism, and Gentrification in Austin, Texas (the downside

of the “new urbanist” movement) 

8 
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Appendix B: Proposed City Council Priorities Infographic 
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Appendix C: Glossary of Terms 

SOURCE: http://racialequitytools.org/glossary 

Discrimination - The unequal treatment of members of various groups based on race, gender, social class, sexual 

orientation, physical ability, religion and other categories. 

Diversity - Diversity includes all the ways in which people differ, and it encompasses all the different 

characteristics that make one individual or group different from another. It is all-inclusive and recognizes 

everyone and every group as part of the diversity that should be valued. A broad definition includes not only 

race, ethnicity, and gender — the groups that most often come to mind when the term "diversity" is used — but 

also age, national origin, religion, disability, sexual orientation, socioeconomic status, education, marital status, 

language, and physical appearance. It also involves different ideas, perspectives, and values. 

Ethnicity - A social construct that divides people into smaller social groups based on characteristics such as 

shared sense of group membership, values, behavioral patterns, language, political and economic interests, 

history and ancestral geographical base. 

Equity 

Implicit bias - Also known as unconscious or hidden bias, implicit biases are negative associations that people 

unknowingly hold. They are expressed automatically, without conscious awareness. Many studies have indicated 

that implicit biases affect individuals’ attitudes and actions, thus creating real-world implications, even though 

individuals may not even be aware that those biases exist within themselves. Notably, implicit biases have been 

shown to trump individuals’ stated commitments to equality and fairness, thereby producing behavior that 

diverges from the explicit attitudes that many people profess. The Implicit Association Test (IAT) is often used to 

measure implicit biases with regard to race, gender, sexual orientation, age, religion, and other topics. 

Inclusion - Authentically bringing traditionally excluded individuals and/or groups into processes, activities, and 

decision/policy making in a way that shares power. 

Institutional racism - Institutional racism refers specifically to the ways in which institutional policies and 

practices create different outcomes for different racial groups. The institutional policies may never mention any 

racial group, but their effect is to create advantages for whites and oppression and disadvantage for people from 

groups classified as people of color.  

Intersectionality - An approach largely advanced by women of color, arguing that classifications such as gender, 

race, class, and others cannot be examined in isolation from one another; they interact and intersect in 

individuals’ lives, in society, in social systems, and are mutually constitutive. 

Oppression - Systemic devaluing, undermining, marginalizing, and disadvantaging of certain social identities in 

contrast to the privileged norm; when some people are denied something of value, while others have ready 

access. 
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Power - Power is unequally distributed globally and in U.S. society; some individuals or groups wield greater 

power than others, thereby allowing them greater access and control over resources. Wealth, whiteness, 

citizenship, patriarchy, heterosexism, and education are a few key social mechanisms through which power 

operates. Although power is often conceptualized as power over other individuals or groups, other variations 

are power with (used in the context of building collective strength) and power within (which references an 

individual’s internal strength). Learning to “see” and understand relations of power is vital to organizing for 

progressive social change. 

Prejudice - A pre-judgment or unjustifiable, and usually negative, attitude of one type of individual or groups 

toward another group and its members. Such negative attitudes are typically based on unsupported 

generalizations (or stereotypes) that deny the right of individual members of certain groups to be recognized 

and treated as individuals with individual characteristics. 

Privilege - Unearned social power accorded by the formal and informal institutions of society to ALL members of 

a dominant group (e.g. white privilege, male privilege, etc.). Privilege is usually invisible to those who have it 

because we’re taught not to see it, but nevertheless it puts them at an advantage over those who do not have it. 

Race - A political construction created to concentrate power with white people and legitimize dominance over 

non-white people. 

Racial and ethnic identity - An individual's awareness and experience of being a member of a racial and ethnic 

group; the racial and ethnic categories that an individual chooses to describe him or herself based on such 

factors as biological heritage, physical appearance, cultural affiliation, early socialization, and personal 

experience. 

Racism - For purposes of this site, we want users to know we are using the term “racism” specifically to refer to 

individual, cultural, institutional and systemic ways by which differential consequences are created for groups 

historically or currently defined as white being advantaged, and groups historically or currently defined as 

non-white (African, Asian, Hispanic, Native American, etc.) as disadvantaged. 

Structural racism - The normalization and legitimization of an array of dynamics – historical, cultural, 

institutional and interpersonal – that routinely advantage Whites while producing cumulative and chronic 

adverse outcomes for people of color. Structural racism encompasses the entire system of White domination, 

diffused and infused in all aspects of society including its history, culture, politics, economics and entire social 

fabric. Structural racism is more difficult to locate in a particular institution because it involves the reinforcing 

effects of multiple institutions and cultural norms, past and present, continually reproducing old and producing 

new forms of racism. Structural racism is the most profound and pervasive form of racism – all other forms of 

racism emerge from structural racism. 

White privilege - Refers to the unquestioned and unearned set of advantages, entitlements, benefits and choices 

bestowed on people solely because they are white. Generally white people who experience such privilege do so 

without being conscious of it. 
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Racial Equity Assessment 

Racial Equity is achieved when everyone has access to the opportuni es necessary to sa sfy their 
essen al needs, advance their well-being, and achieve their full poten al.  O en ins tu onal         
structures uninten onally allow dispari es to persist.  By focusing on racial equity, the City of 
Minneapolis can address the City’s worst dispari es while developing a permanent shi  towards fairer 
prac ces that bene t everyone. Incorpora ng racial equity into City opera ons and services lets us 
more equitably serve our increasingly diverse community. 

The Racial Equity Assessment is designed to evaluate City processes, procedures, programs, policies,   
projects, and ini a ves with the goal of elimina ng racial dispari es internally  and externally in the 
city of Minneapolis.  

This assessment o ers a suggested framework that will direct our work to be racially equitable. The 
guide is categorized in the following sec ons:  

If you have any ques ons or concerns  at any point while using this guide, contact a member of the 
Racial Equity Team. 

Racial Equity Assessment  Sec ons 

Sec on I What are you trying to do? 

What do you know? Sec on II 

Have you engaged community in your process? Sec on III 

How will you hold yourself accountable? Sec on IV 

What are your intended outcomes? Sec on V 
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This sec on will help you outline your overall vision and align your goals to increase racial equity. 

Title of Proposed ac on:  1 

Descrip on (describe the overall short term and long term goals of your project/program): 2 

What opportuni es exist to increase racial equity:  3 

Iden fy other departments that will be involved in the implementa on of your proposed ac on: 4 

Does your proposed ac on impact (select all that apply): 

1. Employment/Workforce Equity

2. Procurement/Contrac ng Equity

3. Community Engagement/Inclusive Outreach

4. Other (i.e. Housing, Health, Environment, Criminal Jus ce, Community Development)

5 

Sec on I What are you trying to do? 
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Sec on II What do you know? 

This  sec on will guide data collec on which will help inform impacted communi es. 

What is the geographic extent of your proposed ac on:  

1. Citywide

2. Neighborhood

1 

Iden fy all neighborhoods that apply (see map):  2 

What are the racial demographics of those living in the area and/or those impacted by the issue (see 
neighborhood pro les):  

3 

Using the Racial Equity Toolkit Resources, what does the exis ng data tell you about exis ng racial 
inequi es: 

4 

What are the root causes or factors crea ng these racial inequi es (Examples: Bias in process; Lack of 
access or barriers; Lack of racially inclusive engagement): 

5 
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Sec on III Have you engaged community in your process? 

This sec on will help you to  ac vely engage community members and stakeholders. 

Have you engaged community members and stakeholders using the Core Principles of Community  
Engagement? 

1 

What does the community need to know about this proposed ac on:  2 

How will the proposed ac on increase or decrease racial equity:  3 

How will the proposed ac on burden or bene t the community (concerns, facts, poten al impacts): 4 

What do your conversa ons with stakeholders tell you about exis ng racial inequi es?  What are the 
root causes or factors crea ng these racial inequi es (e.g. lack of trust in law enforcement, nepo sm, 
lack of public will, poverty,  etc.):  

5 

What are ways to minimize any nega ve impacts (harm to communi es of color, increased racial  
dispari es, etc.) that may result:  

6 

7 What strategies of your proposed ac on address root causes of inequity: How will you partner with 
stakeholders for long-term posi ve change:  
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Sec on V What are your intended outcomes? 

The results should be racially equitable a er every step of the guide is completed. If there are s ll 
areas of concern, you should contact the Racial Equity Team or Employment Equity Division in the 
Department of Civil Rights. In this sec on, you will determine if your results are advancing racial    
equity in Minneapolis communi es.  

1 What intended outcomes do you expect to achieve with your proposed ac on:  

2 How will you address the impacts (including unintended consequences) on racial equity: 

3 If impacts are not aligned with desired community outcomes, how will you realign your work: 

4 What strategies of your proposed ac on address immediate impacts on racial equity: 

5 What parts of your proposed ac on can be replicated to contribute to other e orts to advancing    
equitable solu ons  in the City of Minneapolis:  
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Glossary  

Accountable 
Responsive to the needs and concerns of those most impacted by the issues you are working on,  
par cularly to communi es of color and those historically underrepresented in the civic process. 

Adverse E ects 
The totality of signi cant individual or cumula ve human health or environmental e ects, including 
interrelated social and economic e ects, which may include, but are not limited to: bodily        
impairment, in rmity, illness or death; air, noise, disrup on of community cohesion or a community’s 
economic vitality; destruc on or disrup on of the availability of public and private facili es and      
services. 

Community Outcomes 
The speci c result you are seeking to achieve that advances racial equity. 

Contrac ng Equity 
E orts to achieve equitable racial outcomes in the way the City spends resources, including goods 
and services, consultants and contrac ng. 

Cultural Competence 
The integra on and transforma on of knowledge about individuals and groups of people into speci c 
standards, policies, prac ces, and a tudes used in appropriate cultural se ngs to increase the 
quality of services; thereby producing be er outcomes. 

Discrimina on 
The treatment or considera on of, or making a dis nc on in favor of or against, a person or thing 
based on the group, class, or category to which that person or thing belongs rather than on individual 
merit. 

Equity 
Just and fair inclusion. It is the guarantee of fair treatment, access, opportunity and advancement for 
all while at the same me striving to iden fy and eliminate barriers that have prevented the full    
par cipa on of some groups. 

Immigrant and Refugee Access to Services 
Government services and resources are easily available and understandable to all Sea le residents, 
including non-na ve English speakers. Full and ac ve par cipa on of immigrant and refugee        
communi es exists in Minneapolis’s civic, economic and cultural life. 

Inclusive Outreach and Public Engagement 
Processes inclusive of people of diverse races, cultures, gender iden es, sexual orienta ons and  
socio-economic status. Access to informa on, resources and civic processes so community members 
can e ec vely engage in the design and delivery of public services. 
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Glossary  
Individual racism 
Pre-judgment, bias, stereotypes about an individual or group based on race. The impacts of racism on 
individuals including white people internalizing privilege and people of color internalizing oppression. 

Ins tu onal racism 
Organiza onal programs, policies or procedures that work to the bene t of white people and to the 
detriment of people of color, usually uninten onally or inadvertently. 

Many People, One Minneapolis 
A Minneapolis city goal to create an inclusive community in which all people are valued, all 
communi es are engaged, and leadership mirrors the great diversity of our city. 

Opportunity Areas 
One of seven issue areas the City of Minneapolis is working on in partnership with the community to 
eliminate racial dispari es and create racial equity. They include: Educa on, Health, Community   
Development, Criminal Jus ce, Jobs, Housing and the Environment. 

Racial Equity 
Achieved when everyone has access to the opportuni es necessary to sa sfy their essen al needs,  
advance their well-being, and achieve their full poten al. To achieve racial equity one must address 
root causes of inequi es not just their manifesta on. This includes elimina on of policies, prac ces, 
a tudes and cultural messages that reinforce di eren al outcomes by race or fail to eliminate them. 

Racial Inequity 
When a person’s race can predict their social, economic and poli cal opportuni es and outcomes. 

Stakeholders 
Individuals or organiza ons that are invested in a policy, program, or budget issue and have a stake in 
what will be done with the results.  

Structural Racism 
The interplay of policies, prac ces and programs of mul ple ins tu ons which leads to adverse        
outcomes and condi ons for communi es of color compared to white communi es that occurs within 
the context of racialized historical and cultural condi ons. 

Workforce Equity 
Ensure the City's workforce diversity re ects the diversity of Minneapolis. 
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Racial Equity Team Contacts 

Minneapolis Department of Civil Rights  

Karen Francois  
Director of Employment Equity 
(612) 673-2053
Karen.Francois@minneapolismn.gov

Community Planning and Economic Development (CPED) 

Mark Brinda  
Minneapolis Employment and Training Manager  
(612) 673-6231
Mark.Brinda@minneapolismn.gov  

Human Resources 

Des ny Xiong 
Human Resource Generalist 
(612) 673-2792
Des ny.Xiong@minneapolismn.gov

Neighborhood and Community Rela ons (NCR) 

Lance Knuckles  
Access and Outreach Manager  
(612) 673-2919
Lance.Knuckles@minneapolismn.gov
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TULSA  

EQUALITY 
INDICATORS 

DOMAINS

ECONOMIC  
OPPORTUNITY 

EDUCATION 

HOUSING 

JUSTICE

PUBLIC 
HEALTH

SERVICES DUCATIOD

THEMES

SECTION 1 
INTRODUCTION
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SECTION 2 
METHODOLOGY

The City University of New York’s Institute for State and Local Governance (CUNY ISLG) developed the original 

 

PROCESS OF DEVELOPING INITIAL FRAMEWORK FOR TULSA EQUALITY INDICATORS
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POPULATIONS NEGATIVELY AFFECTED BY INEQUALITY 

 
for populations according to: 

          Age

          Education Level

STRUCTURE: FOUR LEVELS, SIX THEMES

Gender

Geography/Location

Income Level

SECTION 2 
METHODOLOGY

      

      

 
divided into three topics and each topic is divided again into  

 

 
 Any exception in how the methodology is applied to 

I. City Level Score: 1 total
II. Theme Scores: 6 total
III. Topic Scores: 18 total (6 Themes x 3 Topics)

IV. Indicator Scores:  (6 Themes x 3 Topics x 3 Indicators)

Veteran Status 

See Appendix B for 
description of Tulsa 
regions used in this 
project.
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Mode of Transportation

Race/Ethnicity



DATA SOURCES

HOW INFORMATION IS REPORTED

 
 

STATIC SCORING

scores are comprised of the average of their three indicators and static theme scores are comprised of the average  
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ROUNDED VALUES

SCORING CHANGE

 
 

METHODOLOGY EXCEPTION

 

      NUMERICAL VALUE        DECIMAL PLACES ROUNDED VALUE
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SECTION 3 
FINDINGS

CITY LEVEL SCORE: 38.93

38.93 
OUT OF 

100
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TOPIC 1: BUSINESS DEVELOPMENT

TOPIC SCORE: 28.33
The indicators in the Business Development topic are:

Gender & Business Executives

Geography & Sales Volume

Geography & Payday Loans

INDICATOR 1 Gender & Business Executives

INDICATOR SCORE  48

DEFINITION
of males and females

RESULTS Male executives 66.8; Female executives 36.6

Data Source(s): ReferenceUSA (accessed through Tulsa City-County Library); U.S. Census Bureau, American Community Survey

THEME 1 
ECONOMIC OPPORTUNITY

THEME SCORE: 38.89

 

-
 

The Economic Opportunity theme explores inequalities  

in this theme are:

Business Development

Employment

Income

38.89 
 out of 100
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INDICATOR 2 Geography & Sales Volume

INDICATOR SCORE  28

DEFINITION
population in Midtown and North Tulsa

RESULTS Midtown 86.1; North Tulsa 22.6

ReferenceUSA (accessed through Tulsa City-County Library); U.S. Census Bureau, American Community Survey

INDICATOR 3 Geography & Payday Loans

INDICATOR SCORE  9

DEFINITION
in South Tulsa and North Tulsa

RESULTS South Tulsa 11.8; North Tulsa 1.5

 

 

Data Source(s): ReferenceUSA (accessed through Tulsa City-County Library); U.S. Census Bureau, American Community Survey
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TOPIC 2: EMPLOYMENT

TOPIC SCORE: 47.33
The indicators in the Employment topic are:

Race & Unemployment

INDICATOR 4 Race & Unemployment

INDICATOR SCORE  38

DEFINITION

RESULTS Black 81.2; White 34.3

-
 

Data Source(s): U.S. Census Bureau, American Community Survey 

INDICATOR 5 Geography & Existing Jobs

INDICATOR SCORE  34

DEFINITION

RESULTS Midtown 970.4; North Tulsa 330.1

Data Source(s): U.S. Census Bureau, Census OnTheMap; U.S. Census Bureau, American Community Survey 

INDICATOR 6

INDICATOR SCORE  70

DEFINITION
Tulsa

RESULTS Midtown 551.1; North Tulsa 422.4

 

Data Source(s): U.S. Census Bureau, American Community Survey 
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INDICATOR 8 Race & Median Household Income

INDICATOR SCORE  45

DEFINITION Ratio of Asian to Black median household income

RESULTS Asian $53,507; Black $28,399

Median household income includes the annual income of the householder and  

-

Data Source(s): U.S. Census Bureau, American Community Survey 
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TOPIC 3: INCOME

TOPIC SCORE: 41.00

The Indicators used to measure inequality in Income are:

G

Race & Median Household Income

Educational Attainment & Income

 

INDICATOR 7

INDICATOR SCORE  40

DEFINITION
in South Tulsa to North Tulsa

RESULTS South Tulsa 715.0; North Tulsa 357.2

 

 

Data Source(s): U.S. Census Bureau, American Community Survey 



INDICATOR 9 Educational Attainment & Income

INDICATOR SCORE  38

DEFINITION Ratio of rates of poverty for individuals with a high school diploma or less to rates 
of poverty for individuals with a college degree

RESULTS High school diploma or less 22.9%; College degree 9.5%

 
 

 

Data Source(s): U.S. Census Bureau, American Community Survey 

THEME 2 
EDUCATION

THEME SCORE: 35.22

Impediment to Learning

Quality & Opportunity

Student Achievement

TOPIC 1: IMPEDIMENT TO LEARNING

TOPIC SCORE: 16.67
The indicators in the Impediment to Learning topic are:

Race & Suspensions

Income & Dropouts

35.22 
 out of 100
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INDICATOR 11 Race & Student Mobility

INDICATOR SCORE  18

DEFINITION

RESULTS Results: Black 51.0%; White 9.0%

 

 

INDICATOR 12 Income & Dropouts

INDICATOR SCORE 20

DEFINITION Ratio of the dropout rates in primarily lower income schools (high schools with over 
 

RESULTS Lower income 24.5%; Higher income 4.8%

 

TOPIC 2: QUALITY & OPPORTUNITY

TOPIC SCORE: 39.00
The indicators in the Quality & Opportunity topic are:

Race & Advanced Placement (AP) Courses

Income & School A-F Report Card Score

INDICATOR 10 Race & Suspensions

INDICATOR SCORE  12

DEFINITION

RESULTS Black 18.2; White 2.6
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INDICATOR 13

INDICATOR SCORE 19

DEFINITION

RESULTS TPS 48.0; Tulsa County 9.1

INDICATOR 14 Race & Advanced Placement (AP) Courses

INDICATOR SCORE 37

DEFINITION

RESULTS White 22.2; Hispanic/Latino 8.6

Data Source(s): Tulsa Public Schools

INDICATOR 15  Income & School A-F Report Card Score

INDICATOR SCORE 61

DEFINITION

RESULTS Higher income 91; Lower income 61 (based on a 1-100 score)
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     TOPIC 3: STUDENT ACHIEVEMENT

  TOPIC SCORE: 50.00
The indicators in the Student Achievement topic are:

English Language Learners & Graduation Rates

Race & College Completion

INDICATOR 16

INDICATOR SCORE 52

DEFINITION

RESULTS Not economically disadvantaged 79.0%; Economically disadvantaged 46.0%

INDICATOR 17  English Language Learners & Graduation Rates

INDICATOR SCORE 65

DEFINITION
to English language learners (ELL)

RESULTS All students 68%; ELL 48%

NOTE

INDICATOR 18  Race & College Completion

INDICATOR SCORE 33

DEFINITION

RESULTS Black 28.6%; Asian 9.1%

 

 
 

Data Source(s): U.S. Census Bureau, American Community Survey

 

and college completion are instances of achievement at three 
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THEME 3 
HOUSING

THEME SCORE: 34.33

Finding appropriate housing is a challenge for many Tulsans and the indicators 
 

Homelessness

TOPIC 1: AFFORDABILITY

TOPIC SCORE: 32.33

Race & Home Ownership

Race & Home Purchase Loan Denial

Income & Rent Burden

INDICATOR 19  Race & Home Ownership

INDICATOR SCORE 47

DEFINITION Ratio of the percent of White householders to Black householders who are home owners

RESULTS White 58.0%; Black 31.6%

Data Source(s): U.S. Census Bureau, American Community Survey

INDICATOR 20  Race & Home Purchase Loan Denial

INDICATOR SCORE 38

DEFINITION Ratio of the percent of Native American to Asian home purchase loan denials

RESULTS Native American 27.3%; Asian 11.2%

Native Americans have nearly a three times higher rate of home purchase loan denials 
 

 

s

34.33 
 out of 100
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INDICATOR 21  Income & Rent Burden

INDICATOR SCORE 12

DEFINITION Ratio of the percentages of low income to higher income renter-occupied housing units 

RESULTS Low income 79.1%; Higher income 11.3%

 
 

Data Source(s): U.S. Census Bureau, American Community Survey

TOPIC 2: HOMELESSNESS

TOPIC SCORE: 30.33
The indicators in the Homelessness topic are:

Race & Homeless Youth

Veterans & Homelessness

INDICATOR 22  Race & Homeless Youth

INDICATOR SCORE 1

DEFINITION

RESULTS Native American 18.9; Asian 1.5

 

Data Source(s): Youth Services Tulsa (by request); U.S. Census Bureau, American Community Survey

INDICATOR 23  Veterans & Homelessness

INDICATOR SCORE 59

DEFINITION

RESULTS Veterans 21.2; Non-veterans 13.8

-

Data Source(s): Homeless Management Information System, Annual Homeless Assessment Report to Congress; U.S. Census Bureau
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INDICATOR 24  Disability & Homelessness

INDICATOR SCORE 31

DEFINITION  

RESULTS Presence of a disability 30.6; No disabilities 8.8

-

Data Source(s): Homeless Management Information System, Annual Homeless Assessment Report to Congress

TOPIC 3: AVAILABILITY

TOPIC SCORE: 40.33

Race & Overcrowding

Geography & Housing Choice Vouchers

Race & Housing Complaints

Overcrowding in homes can be a symptom of economic 
hardships. Many families live in housing that is too small  

 
larger housing. Housing Choice Vouchers and public housing 

ability to choose stable living conditions correlates to better 
economic and educational opportunities in life.

INDICATOR 25  Race & Overcrowding

INDICATOR SCORE 1

DEFINITION Ratio of the percentage of Asian households to percentage of White households 
with more than one occupant per room

RESULTS Asian 16.8%; White 1.6%

Data Source(s): U.S. Census Bureau, American Community Survey



INDICATOR 26  Geography & Housing Choice Vouchers

INDICATOR SCORE 100

DEFINITION
residents

RESULTS South Tulsa 6.3; North Tulsa 24.1

 

 

Data Source(s): U.S. Department of Housing and Urban Development (HUD), Housing Choice Vouchers by Census Tract; U.S.  
Census Bureau, American Community Survey

NOTE
-

INDICATOR 27  Geography & Housing Complaints

INDICATOR SCORE 20

DEFINITION
Tulsa

RESULTS North Tulsa 14.9; South Tulsa 2.9 

 
income renters to move out of a dwelling that is in disrepair can lead to an increase in 

 

Data Source(s): Tulsa Health Department (by request); U.S. Census Bureau, American Community Survey

THEME 4 
JUSTICE

THEME SCORE: 35.33 35.33 
 out of 100

Arrests

Law Enforcement

Safety & Violence

INDICA
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TOPIC 1: ARRESTS

TOPIC SCORE: 35.67
The indicators in the Arrests topic are:

Race & Adult Arrests

Gender & Arrests

Oklahoma is often reported as having one of the highest incarceration rates in general, and the highest incarceration 
 

consequences for individuals. Even after an initial arrest, and regardless of subsequent incarceration, people often 
experience ostracization in the community, lapses in employment, and an inability to provide for their household. 
These events can act as precursors to larger disruptions that might ultimately lead to poverty or incarceration.

INDICATOR 28  Race & Juvenile Arrests

INDICATOR SCORE 33

DEFINITION

RESULTS Black 22.3; White 7.1 

 
 

Data Source(s): Tulsa Police Department (by request); U.S. Census Bureau, American Community Survey

NOTE  

INDICATOR 29  Race & Adult Arrests

INDICATOR SCORE 38

DEFINITION

RESULTS Black 108.7; White 45.2 

Data Source(s): Tulsa Police Department (by request); U.S. Census Bureau, American Community Survey

NOTE

INDICATOR 30  Gender & Arrests

INDICATOR SCORE 36

DEFINITION
for women in the United States

RESULTS Tulsa 20.7; National 7.7 

 

 

Data Source(s): Tulsa Police Department (by request); Federal Bureau of Investigation, Uniform Crime Reporting: National  
Incident- Based Reporting System
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   TOPIC 2: LAW ENFORCEMENT

   TOPIC SCORE: 23.33

The indicators in the Law Enforcement topic are:

Race & Tulsa Police Department Employees

Gender & Tulsa Police Department Employees

Two of these indicators measure how the demographics  
of the Tulsa Police Department relate to the demographics  

 

 

INDICATOR 31  Race & Tulsa Police Department Employees

INDICATOR SCORE 18

DEFINITION
to Hispanic/Latinos

RESULTS White 1.4; Hispanic/Latino 0.2

 

INDICATOR 32  Gender & Tulsa Police Department Employees

INDICATOR SCORE 32

DEFINITION
for males to females

RESULTS Males 1.6; Females 0.5

INDICATOR 33

INDICATOR SCORE 20

DEFINITION

RESULTS Black 2.6; Hispanic/Latino 0.5
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TOPIC 3: SAFETY AND VIOLENCE

TOPIC SCORE: 47.00
The indicators in the Safety and Violence topic are:

Geography & Calls to Domestic Violence Intervention
Services (DVIS)

INDICATOR 34 Children & Abuse and Neglect

INDICATOR SCORE 68

DEFINITION

RESULTS Tulsa County 12.4; National 9.2

 

NOTE Data for this indicator are for Tulsa County

INDICATOR 35 Race & Homicide Victimization

INDICATOR SCORE 36

DEFINITION

RESULTS Black 0.5; White 0.2

Data Source(s): Tulsa Police Department (by request); U.S. Census Bureau, American Community Survey

NOTE  

INDICATOR 36 Geography & Calls to Domestic Violence Intervention Services (DVIS)

INDICATOR SCORE 37

DEFINITION
population in North Tulsa to South Tulsa

RESULTS North Tulsa 11.7; South Tulsa 4.6

Data Source(s): Domestic Violence Intervention Services (by request); U.S. Census Bureau, American Community Survey
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THEME 5 
PUBLIC HEALTH

THEME SCORE: 47.00

 

Healthcare Access

Mortality

TOPIC 1: HEALTHCARE ACCESS

TOPIC SCORE: 50.00
The indicators in the Healthcare Access topic are:

Race & Health Insurance

Geography & Emergency Room Use

 
 

 
in health insurance coverage as well as inequalities in emergency  

 

INDICATOR 37  Race & Health Insurance 

INDICATOR SCORE 44

DEFINITION Ratio of White to Hispanic/Latino rates of insurance coverage for the adult population 

RESULTS White 85.5%; Hispanic/Latino 44.9%

Data Source(s): U.S. Census Bureau, American Community Survey

47.00 
 out of 100
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INDICATOR 38  Geography & Emergency Room Use

INDICATOR SCORE 38

DEFINITION
to South Tulsa

RESULTS North Tulsa 668.1; South Tulsa 285.2

Data Source(s): Tulsa Health Department (by request); U.S. Census Bureau, American Community Survey

INDICATOR 39

INDICATOR SCORE 68

DEFINITION Ratio of the percent of appointments completed in over 30 days for Tulsa Veterans 

30 days

RESULTS Tulsa VA clinics 5.01%; National average 3.69%

 

Summaries

TOPIC 2: MORTALITY

TOPIC SCORE: 44.33
The indicators in the Mortality topic are: 

Race & Infant Mortality

Geography & Life Expectancy Past Age of Retirement

INDICATOR 40  Race & Infant Mortality  

INDICATOR SCORE 35

DEFINITION

RESULTS Black 15.0; White 5.2

NOTE Data for this indicator is for Tulsa County

The infant mortality rate (IMR) is often used as an indicator 

issues is the large disparity in life expectancy relative to  
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5 Racial Equity Assessment (Dra  041014) 

DRAFT 

Sec on IV How will you hold yourself accountable? 

This sec on will guide you to proac ve accountability. 

How will you evaluate progress and be held accountable for your ac ons:  1 

How will you report impacts on racial equity over me:  2 

What is your goal and meline for elimina ng racial inequity once the proposed ac on has been    
implemented:  

3 

How will you retain stakeholder par cipa on and ensure internal and public accountability: 4 

How will you con nue to raise awareness about racial inequity related to this proposed ac on:  5 

What is unresolved and what resources/partnerships do you s ll need to make changes: 6 



INDICATOR 41  Geography & Life Expectancy Past Age of Retirement

INDICATOR SCORE 35

DEFINITION Ratio of South Tulsa to North Tulsa life expectancy in years past the age of retirement 

RESULTS South Tulsa 12.8; North Tulsa 4.4

U.S. Social Security Administration

INDICATOR 42  Race & Heart Disease Mortality 

INDICATOR SCORE 63

DEFINITION Ratio of Black to White rates of heart disease mortality

RESULTS Black 312.1; White 214.7

NOTE Data for this indicator is for Tulsa County

TOPIC 3: WELL-BEING

TOPIC SCORE: 46.67

Race & Teen Birth Rate

Race & Low Birth Weight

Geography & Smoking
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INDICATOR 43 Race & Teen Birth Rate

INDICATOR SCORE 39

DEFINITION

RESULTS Hispanic/Latino 57.5; White 26.7

NOTE Data for this indicator is for Tulsa County

INDICATOR 44 Race & Low Birth Weight

INDICATOR SCORE 50

DEFINITION

RESULTS Black 12.2%; White 6.9%

NOTE Data for this indicator is for Tulsa County

INDICATOR 45  Geography & Smoking

INDICATOR SCORE 51

DEFINITION
Tulsa

RESULTS North Tulsa 28.6; South Tulsa 16.5

 
 

Surveillance System (BRFSS); U.S. Census Bureau, American Community Survey
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THEME 6 
SERVICES

THEME SCORE: 42.78

 

 

Political Empowerment

Transportation

TOPIC 1: PUBLIC WORKS

TOPIC SCORE: 61.67

Geography & Vacant Housing Units

Geography & City Parks with Playgrounds

INDICATOR 46  Geography & Vacant Housing Units

INDICATOR SCORE 50

DEFINITION Ratio of the percent of vacant housing units in North Tulsa to South Tulsa

RESULTS North Tulsa 16.8%; South Tulsa 9.5%

Data Source(s): U.S. Census Bureau, American Community Survey

42.78 
 out of 100
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INDICATOR 47  Geography & Public City Parks with Playgrounds 

INDICATOR SCORE 100

DEFINITION
Tulsa to North Tulsa

RESULTS South Tulsa 0.08; North Tulsa 0.41

-

 

Data Source(s): City of Tulsa, Open Data; U.S. Census Bureau, American Community Survey

NOTE

INDICATOR 48  Geography & Public Library Hours

INDICATOR SCORE 35

DEFINITION
residents

RESULTS Midtown 2.6; East Tulsa 0.9

 
 

 

Data Source(s): Tulsa City-County Library; U.S. Census Bureau, American Community Survey
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  TOPIC 2: POLITICAL EMPOWERMENT

  TOPIC SCORE: 44.67

The indicators in the Political Empowerment topic are:

Race & Government Representation

Geography & Voter Registration

Geography & Home Owners Associations

 

INDICATOR 49  Race & Government Representation 

INDICATOR SCORE 38

DEFINITION

RESULTS White 0.9; Hispanic/Latino 0.4

 
 

Data Source(s): City of Tulsa (by request); U.S. Census Bureau, American Community Survey

INDICATOR 50  Geography & Voter Registration

INDICATOR SCORE 56

DEFINITION
18 and over

RESULTS South Tulsa 103.3; North Tulsa 64.3

 
 
 



INDICATOR 51  Geography & Home Owners Associations (HOAs)

INDICATOR SCORE 40

DEFINITION

RESULTS South Tulsa 1.17; East Tulsa 0.58

Home Owners Associations (HOAs) provide an avenue for residents to participate in 

Data Source(s): City of Tulsa, Open Data; U.S. Census Bureau, American Community Survey

TOPIC 3: TRANSPORTATION

TOPIC SCORE: 22.00

The indicators in the Transportation topic are:

Geography & Bus Stops

Mode of Transportation & Commute Time

 

 
 

routes and trails provide another transportation option as  

INDICATOR 52 Geography & Bus Stops 

INDICATOR SCORE 25

DEFINITION

RESULTS Midtown 6.8; South Tulsa 1.6

Data Source(s): Metro Tulsa Transit Authority (by request); U.S. Census Bureau, American Community Survey
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INDICATOR 53 Mode of Transportation & Commute Time

INDICATOR SCORE 40

DEFINITION Ratio of the percentages of individuals who rely on a private vehicle to get to work  

under 30 minutes

RESULTS Private 85.3%; Public 39.8%

 

 

Data Source(s): U.S. Census Bureau, American Community Survey

INDICATOR 54 Geography & Bikeability 

INDICATOR SCORE 1

DEFINITION

RESULTS Midtown 0.37; East Tulsa 0.03
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in Tulsa?

right now? Please indicate if you feel the fol-

Appendix A: Public Opinion Survey Questions 
Tulsa Equality Indicators Survey 2017 

in Tulsa that we missed?

-
sional degree

current address?

12 months?
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Appendix B: Tulsa Regions

REGION ZIP CODES POPULATION AVERAGE MEDIAN
HOUSEHOLD INCOME

EAST TULSA  73,886 $41,093

SOUTH TULSA 103,561 $59,908

NORTH TULSA 85,374 $28,867

WEST TULSA 28,295 $44,222

DOWNTOWN/MIDTOWN 125,160 $47,084
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Appendix C: Ratio-to-Score Conversion Table
Indicator-Level Ratio-to-Score Conversion Table. Once a ratio has been obtained, the score corresponding to  

the smaller the change in ratio is needed to move up or down a score.

tulsaei.org  |  39 



Appendix D: Data Sources by Indicator
•

•
2015 5-Year Estimates

•

•

•

•

•

•

•

•

•

•

•

•

•

•

•

•

•

•

•

•

•

•

•

•

•

•

•

•

•
1-Year Estimates

•
2016 1-Year Estimates

•
2016 1-Year Estimates

•
Maltreatment 2015: Summary of Key Findings

•
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•
5-Year Estimates

•

•
2015 5-Year Estimates

•

•

•

•

•

•

•

•

•

•

•

•

•

•
5-Year Estimates

•

•

tulsaei.org/datasources2018

tulsaei.org  |  41  



Indicator 29: Race & Adult Arrests 25

Indicator 30: Gender & Arrests 25

Indicator 31: Race & Tulsa Police Department 
        Employees 26 

Indicator 32: Gender & Tulsa Police Department 
        Employees 26

Indicator 33: 

Indicator 34: 

Indicator 35:

Indicator 36: Geography & Calls to Domestic 
        Violence Intervention Services (DVIS) 27

Indicator 37: Race & Health Insurance 28

Indicator 38: Geography & Emergency Room Use 29

Indicator 39: 
        Clinics Appointment Wait Time 29

Indicator 40: Race & Infant Mortality 29

Indicator 41: Geography & Life Expectancy Past 
        Age of Retirement 30

Indicator 42: Race & Heart Disease Mortality 30

Indicator 43: Race & Teen Birth Rate 31

Indicator 44: Race & Low Birthweight 31

Indicator 45: Geography & Smoking 31

Indicator 46: Geography & Vacant Housing Units 32

Indicator 47: 
        with Playgrounds 33

Indicator 48: 

Indicator 49: 

Indicator 50: 

Indicator 51: Geography & Home Owners 
        Associations (HOAs) 35

Indicator 52: Geography & Bus Stops 35

Indicator 53: Mode of Transportation & Commute 
        Time 36

Indicator 54: 

Appendix E: Indicator Index

Indicator 1: Gender & Business Executives  13

Indicator 2: 

Indicator 3: 

Indicator 4: Race & Unemployment 15

Indicator 5:

Indicator 6: 

Indicator 7:

Indicator 8: Race & Median Household Income 16

Indicator 9: Educational Attainment & Income 17

Indicator 10: Race & Suspensions  18

Indicator 11: 

Indicator 12: Income & Dropouts  18

Indicator 13: Geography & Emergency Teacher 

Indicator 14: Race & Advanced Placement (AP) 
        Course 19

Indicator 15: Income & School A-F Report Card 
        Score 19

Indicator 16: Income & Elementary School 

Indicator 17: English Language Learners (ELL) 
       & Graduation Rates 20

Indicator 18: Race & College Completion 20

Indicator 19: Race & Home Ownership 21

Indicator 20: Race & Home Purchase Loan Denial 21

Indicator 21: Income & Rent Burden 22

Indicator 22: Race & Homeless Youth 22

Indicator 23: Veterans & Homelessness 22

Indicator 24: 

Indicator 25: Race & Overcrowding  23

Indicator 26: Geography & Housing Choice 

Indicator 27: 

Indicator 28: 

42  |  tulsaei.org



About the Authors 
(In alphabetical order)
A special thanks to the City University of New York Institute for State and Local Governance 
(CUNY ISLG) for providing guidance through the entirety of the Tulsa Equality Indicators project. 

Chris Anrig, Data & Information Specialist, Community Service Council

Sarah Bryson, Information & Research Specialist, Community Service Council

 

Nolan Kraszkiewicz, Data Systems Manager, Community Service Council

Kelly Kruggel, Communications Manager, Community Service Council

Melanie Poulter, Manager, Census Information Center of Eastern Oklahoma, Community Service Council

Emma Swepston, Division Director, Data & Information Division, Community Service Council

Acknowledgments  
(In alphabetical order)
The Tulsa Equality Indicators team would like to thank the following people and organizations 
for their assistance with data collection and analysis which helped make this report possible.

Jasmine Aaenson, Youth Services Tulsa, Section: Housing – Homelessness

Barbara Gibson, INCOG, Section: Services – Transportation

Casey Graves, Metropolitan Tulsa Transit Authority, Section: Services – Transportation

Andrea Hutchinson, DVIS, Section: Justice – Safety & Violence

Luisa Krug, Tulsa Health Department, Section(s): Health – Health Care Access, Mortality

Tania Pryce, Youth Services Tulsa, Section: Housing – Homelessness

Rhene Ritter, Community Service Council, Section: Housing – Homelessness

– Health Care

Kendra Wise, Tulsa Health Department, Section: Housing – Availability

– Law Enforcement





Page Intentionally Left Blank



Racial Equity Toolkit 
to Assess Policies, Initiatives, Programs, and Budget Issues 

The vision of the Seattle Race and Social Justice Initiative is to eliminate racial inequity in the 
community.

When Do I Use This Toolkit? 

Early.

How Do I Use This Toolkit? 

With Inclusion.

Step by step. 

Step 2. Involve Stakeholders + Analyze Data. 
Gather information from community and staff on how the issue 
benefits or burdens the community in terms of racial equity. 

Step 3. Determine Benefit and/or Burden. 
Analyze issue for impacts and alignment with racial equity outcomes. 

Step 4. Advance Opportunity or Minimize Harm. 
Develop strategies to create greater racial equity or minimize 
unintended consequences. 

Step 1. Set Outcomes. 
Leadership communicates key community outcomes for racial 
equity to guide analysis.  

Step 5. Evaluate. Raise Racial Awareness.  Be Accountable. 
Track impacts on communities of color overtime. Continue to communicate 
with and involve stakeholders. Document unresolved issues.  

Step 6. Report Back. 
Share information learned from analysis and unresolved issue with Department 
Leadership and Change Team.  
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Title of policy, initiative, program, budget issue:

Description:

Department: Contact:

Policy Initiative Program Budget Issue

1a. What does your department define as the most important racially equitable community outcomes
(Response should be completed by department leadership in consultation with RSJI Executive

Sponsor, Change Team Leads and Change Team. Resources on p.4) 

1b. Which racial equity opportunity area(s) will the issue primarily impact? 

Education 
Community Development
Health 
Environment

Criminal Justice 
Jobs
Housing

1c. Are there impacts on: 
Contracting Equity
Workforce Equity

Immigrant and Refugee Access to Services
Inclusive Outreach and Public Engagement

2a. Are there impacts on geographic areas? 
(see map on p.5)

All Seattle neighborhoods 
Ballard 
North 
NE 
Central 

Lake Union 
Southwest 
Southeast 
Delridge 
Greater Duwamish 

East District 
King County (outside Seattle) 
Outside King County  

 Please describe: 

Step 1. Set Outcomes. 

Step 2. Involve stakeholders. Analyze data. 

Racial Equity Toolkit Assessment Worksheet  



3 

2b. What are the racial demographics of those living in the area or impacted by the issue?

For over 25 years, the City of Seattle has protected a person’s right to housing using a Section 8 housing voucher (SMC 
14.08). Seattle’s ordinance was unanimously passed in 1989 in response to the housing affordability crisis at the time.  
There were between 3,000-5,000 people a night who were experiencing homelessness, and thousands more faced 
rental restrictions due to their use of HUD programs that helped offset their rent payments. Many of them were elderly, 
disabled and low income people of color.  

In the last eight years, the Seattle Office for Civil Rights has investigated 67 cases relating to Section 8 discrimination, 
comprising 10% of our housing discrimination cases. Due to existing racial inequities, people of color are 
overrepresented as Section 8 voucher holders in Seattle. African Americans, Native Americans and Asian Pacific 
Islanders are doubly represented as vouchers holders compared to their total proportion of the Seattle population. 
This means that discrimination on the basis of Section 8 has a disproportionate impact on communities of color.  

At the same time, individuals and families are also experiencing denial of housing based on the use of other subsidies 
such as child support payments, Social Security, Supplemental Security Income, unemployment insurance, or veteran’s 
benefits. We know this impacts many of the same communities that depend on Section 8 vouchers to ensure their 
families’ needs are met: parents, veterans, people with disabilities, seniors, low income people of color, immigrants and 
refugees and others.  

Finally, we know that communities of color in Seattle face disproportionate housing cost burdens (paying over 50% of 
income on rent). Housing cost-burden disproportionately impacts Seattle’s Black residents. As the chart illustrates 
below, 26% of Black renters are disproportionately burdened by housing costs, paying more than 50% of their income on 
rent.1  

Housing Cost Burden in Seattle by Race 

(Source: Source: U.S. Department of Housing & Urban Development, CHAS, 2006-2010 5-Year American Community Survey, Seattle) 

1  U.S. Department of Housing & Urban Development, CHAS, 2006-2010 5-Year American Community Survey, Seattle. 
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2c. How have you involved community members and stakeholders? (See p.5 for questions to ask 
community/staff at this point in the process to ensure their concerns and expertise are part of analysis.)

In 2015 the Mayor’s Housing and Affordability and Livability Agenda Committee made a recommendation for the City to 
address barriers renters faced using subsidies and other sources of income. The Mayor included this recommendation in 
his Action Plan to Address Seattle’s Affordability Crisis. In November of 2015 the Seattle Office for Civil Rights(OCR) 
convened a stakeholder group comprised of tenant advocates, landlords and social service providers to provide input on 
a legislative strategy to address the issue. Stakeholders relayed that their tenant assistance hotlines received many calls 
from renters being turned away when trying to use a subsidy or other source of income to pay for housing, including 
when receiving short-term and one-time rental assistance (including funds the City provides to agencies as strategy to 
help prevent homelessness). 

This stakeholder process overlapped with OCR’s Fair Housing Campaign which included workshops for renters held by 
OCR and by community partners that we contracted with. 46 workshops were held during the fall of 2015. At these 
workshops participants were asked what barriers they were facing when seeking housing. In addition to barriers based 
on race, national origin, disability, Section 8, gender identity and sexual orientation, staff heard concerns relating to 
barriers based on a prior criminal record as well as numerous people who spoke of denials of housing based on use of 
refugee assistance payments, child support payments and other subsidies.     

2d. What does data and your conversations with stakeholders tell you about existing racial inequities 
that influence people’s lives and should be taken into consideration? (See Data Resources on p.6. King 
County Opportunity Maps are good resource for information based on geography, race, and income.)

The overrepresentation of people of color as voucher holders is reflective of the reality that racial inequities create 
systemic barriers that continue to keep individuals and families of color facing disproportionate rates of poverty. This 
stems from policies and institutional practices that continue to perpetuate a lack of access to fair wages, inequitable 
education and employment opportunities for communities of color.  

In addition to the disparate impact that discrimination against someone using a subsidy or nontraditional form of 
payment has on communities of color, people of color continue to face barriers to housing simply because of their race 
and national origin. Any legislative effort to remedy barriers faced by someone using a subsidy has to address the 
overarching reality that racism continues to exist daily. In 2014, the Seattle Office for Civil Rights conducted fair housing 
testing to see how applicants were being treated based on a number of protected classes. In 64% of tests based on race 
and 67% of tests based on national origin, evidence of different treatment emerged. This included African American and 
Latino rental applicants being quoted higher prices than White applicants for the same unit, being shown fewer available 
units, being given different terms and conditions including higher security deposits, being told they would need to 
undergo criminal background checks when the White applicants were not told the same, and being told that they would 
need a co-signer on the application despite having the same rental qualifications. 

2e. What are the root causes or factors creating these racial inequities? 
Examples: Bias in process; Lack of access or barriers; Lack of racially inclusive engagement 

A lack of protections in state or local fair housing laws has allowed these types of discriminatory actions to continue. 
Once passed, strong enforcement that doesn’t rely on the individual to come forward, but that takes proactive efforts to 
educate landlords, conduct testing and monitor compliance will be necessary.  
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3. How will the policy, initiative, program, or budget issue increase or decrease racial equity?

The policy will ensure that people who use subsidies or other forms of nontraditional income are able to maintain and 
access housing. This will have a positive impact on low income communities of color by ensuring families have a place to 
call home, preventing displacement and ensuring greater housing stability. Given Seattle’s increasing unaffordable 
housing market, this legislation is a critical part of a larger anti-displacement strategy. Unintended consequences include 
tenants not seeking remedy for discriminatory actions due to fear of retaliation, housing instability resulting in a lack of 
time or capacity to file a charge of discrimination, etc. As stated above, once passed, this law will require strong 
enforcement that doesn’t rely on the individual to come forward, but takes proactive efforts to educate landlords, 
conduct testing and monitor compliance.  

4. How will you address the impacts (including unintended consequences) on racial equity?

Ensure funding for education and outreach to reach those most impacted (POC,
immigrants and refugees, people with disabilities, others)

Ensure policy allows for strong proactive enforcement actions

5a. How will you evaluate and be accountable?

Collect and analyze Charging Party data by race and national origin to see if we are reaching communities of color. 
Conduct fair housing testing on the new protected class every two to three years to see if outcomes improving. Monitor 
racial inequities in housing cost burden data to see if moving the needle. Fold this issue into our overall education and 
outreach efforts with the community. 

Step 3. Determine Benefit and/or Burden. 

Step 4. Advance Opportunity or Minimize Harm. 

Step 5. Evaluate. Raise Racial Awareness. Be Accountable. 
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5b. What is unresolved?

Funding for outreach and education (implementation) still not determined. 

Step 6. Report Back. 
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Outcome = the result that you seek to achieve through your actions. 

Racially equitable community outcomes the specific result you are seeking to achieve that
advances racial equity in the community. 

Education,
Community Development, Health, Criminal Justice, Jobs, Housing, and the Environment.

Examples of community outcomes that increase racial equity: 

OUTCOME OPPORTUNITY AREA

Additional Resources: 

• RSJI Departmental Work Plan:

• Department Performance Expectations:

• Mayoral Initiatives:

Creating Effective Community Outcomes 
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Identify Stakeholders

stakeholders
(See District

Profiles in the Inclusive Outreach and Public Engagement Guide or 
refer to U.S. Census information on p.7)

Once you have indentified your stakeholders ….

Involve them in the issue. 

Listen to the community. Ask: 

(concerns, facts, potential impacts)

Examples of what this step looks like in practice:

 Inclusive Outreach and Public
Engagement Guide:

Tip: Gather Community Input Through… 

Community meetings
Focus groups
Consulting with City commissions and advisory boards
Consulting with Change Team

Identifying Stakeholders + Listening to Communities of Color  
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City of Seattle Seattle’s Population and Demographics at a Glance

Includes: Housing Employment data
• 2006-2010 American Community Survey  •  

2010 5-year estimates and 2009 5-year
estimates  • 

SDOT Census 2010 Demographic Maps

Seattle's Population & Demographics Related Links & Resources 

Federal 

State 

Regional 

County 

City 

Other 

Data Resources 
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Accountable

Community outcomes- 

Contracting Equity

Immigrant and Refugee Access to Services- 

Inclusive Outreach and Public Engagement

Individual racism

Institutional racism

Opportunity areas

Racial equity

Racial inequity

Stakeholders

Structural racism 

Workforce Equity

Glossary  



Racial Equity and Social Justice Initiative 
RESJ Tool: Comprehensive Version

INSTRUCTIONS 

Use this tool as early as possible in the development of City policies, plans, programs and budgets.  

For issues on a short timeline or with a narrow impact, you may use the RESJ Tool – Fast Track Version. 

This analysis should be completed by people with different racial and socioeconomic perspectives. When 
possible, involve those directly impacted by the issue. Include and document multiple voices in this 
process.

The order of questions may be re-arranged to suit your situation.

Mission of the Racial Equity and Social Justice (RESJ) Initiative:

Equity

www.policylink.org

Purpose of this Tool:

“What, Who, Why, and How”

BEGIN ANALYSIS 



1. WHAT

2. WHO



3. WHY

4. WHERE



5. HOW: RECOMMENDATIONS SECTION



DATA RESOURCES FOR RACIAL EQUITY AND SOCIAL JUSTICE IMPACT ANALYSIS 

City of Madison 

Dane County 

State of Wisconsin 

Federal 



CITY OF MADISON RACIAL EQUITY AND SOCIAL JUSTICE COMMUNITY ENGAGEMENT 
CONTINUUM 

Community Engagement Guide: A tool to advance Equity & Social Justice in King County

Levels of Engagement

City Informs City Consults City engages in 
dialogue

City and community Community

Characteristics of Engagement

Strategies
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RSJI TRAINING AND EDUCATION 

The Seattle Race and Social Justice Initiative offers a variety of training modules for City employees. 

RSJI training provides a common foundation for addressing institutional racism and for changing 
practices, procedures and policies to create racial equity. Some training modules are intended for all 
City employees; others provide targeted training for specific groups. All training is designed to build 
knowledge and skills from one module to the next.  

RSJI training also is excellent career development for City employees. The knowledge and skills  
that participants take away from RSJI training can be applied to many work challenges and situations. 
All training is conducted by the staff of the Seattle Office for Civil Rights (SOCR) and other skilled  
RSJI facilitators.  

Contact Darlene Flynn at darlene.flynn@seattle.gov or 684-0291 for more information about RSJI 
training and education. We will work with you to adapt training modules to meet your needs. 

RSJ basic competencies for all employees include: 
An understanding of … 

The City’s Race and Social Justice Initiative.
Institutionalized racism and its impacts.
Historical and present-day causes of racial inequities.

… and the ability to …
Identify examples of institutional and individual racism.
Stay engaged while discussing the impacts of race.
Communicate more effectively with people across cultures.

RSJI KNOWLEDGE AND TOOLS FOR ALL EMPLOYEES 

Introduction to the Race and Social Justice Initiative – (30 minutes – 1 hour)
This short orientation, which includes the 15-minute RSJI video, introduces the key concepts  
of the RSJ Initiative. Who should take it: All City employees (works well for employee/team meetings). 

Race:  the Power of an Illusion (RPOI) – (8 hours) 
This video and facilitated discussion is the " RSJI basic training" for all City employees. The RPOI 
training uses the three-part PBS video series about race, power and privilege to examine historical and 
present-day causes of racial disparities. Participants view the video series and take part in interactive 
exercises to deepen their understanding of institutional racism and begin to apply their learning to work 
in City government. Who should take it: All City employees. RPOI is offered quarterly Citywide;
some larger departments also schedule internal sessions. 



Inclusive Outreach and Public Engagement (4 – 8 hours) 
This training uses discussion and hands-on activities on how to implement the City of Seattle’s 
inclusive outreach and public engagement policies, apply an equity framework to outreach 
materials and strategies, and deepen understanding of culturally inclusive dynamics.  
Who should take it: City managers and employees responsible for coordinating outreach
and public engagement activities.

Anti-Racism Basics for RSJI Leaders (4 – 8 hours)
This training introduces a more in-depth analysis of institutional racism and its impacts. It provides a 
common language and explores the tensions that RSJI leaders must address to be effective in working 
for race and social justice. Who should take it: Change Team members, managers/supervisors.  
Before you take it: Attend Race: the Power of an Illusion. 

Racial Equity Toolkit for Policies and Programs (2 – 3 hours) 
This training provides instruction and practice on how to use the RSJI best practices criteria 
and equity toolkit to assess and revise policies and programs from an RSJ perspective.  
Who should take it: Managers/supervisors, project managers, planners, decision-makers. 

Tools for Organizational Change (1 – 3 hours)
This training provides hands-on exercises to discuss moving organizational change within government.
Content is tailored to meet participants’ needs; it may include Stakeholder Analysis, Power and Politics,  
and Tipping Point Theory. Who should take it: Change teams, management teams and other leadership 
groups. 

ADDITIONAL TRAINING OPPORTUNITIES 

Working for Racial Equity: Cross-Racial Dynamics (2 – 4 hours) 
What are the roles of white people and people of color in working for racial equity? This training uses  
the film “Mirrors of Privilege: Making Whiteness Visible” by Shakti Butler to explore cross-racial dynamics, 
visioning and strategizing for organizational change. Who should take it: Change teams, management 
teams, and other work groups.

Cultural Competence Continuum (1 hour) 
This exercise identifies steps to develop skills that lead to multi-cultural profiency within the anti-racist 
continuum. Who should take it: Change teams, management teams, other work groups.

Communicating Using a Racial Equity Lens (3 hours) 
This training provides tools for communicating with the media, outside organizations and other employees 
using a racial equity lens. Who should take it: Managers and employees who are responsible for 
communications.

Structural Racism (3 hours) 
This training provides an overview of structural racism with hands on activities to explore the differences 
between individual, institutional and structural racism. Who should take it: Change teams, management 
teams, other work groups. 
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	SUMMARY: Assessment of the Diversity, Equity, and Inclusion (DE&I) efforts of the City of Charlotte
	KEY FINDINGS
	RECOMMENDATIONS

	July 2018, Mayor Lyles called on City Manager Jones to conduct an internal assessment of the city’s equity and inclusion efforts.
	“Diversity is being invited to the dance.
	Equity is playing music we all can dance to.
	Inclusion is being asked to dance.”
	-Willie Ratchford, Director,
	Community Relations City of Charlotte
	The city’s DE&I work builds off the findings and recommendations of the Charlotte-Mecklenburg Opportunity Task Force report.
	BACKGROUND
	IMPORTANCE OF STRATEGIC PLANNING AND LEADERSHIP
	Embracing values, policies, and practices that ensure that all people are represented and treated fairly should be woven into the fabric of the organization.
	“Truly forward-thinking, innovative companies are those that prioritize diversity efforts, ensuring that everyone—from the CEO to each and every employee—not only understands the importance of diversity and how it benefits their organization, but advo...
	-Janel Martinez, Greenhouse Blog
	A strategic plan and a corresponding action plan will provide a more cohesive approach to synergize and fully leverage programming across departments. A well thought out action plan will function as the tool to guide day-to-day decisions, evaluate pro...
	The Department of Community Relations, the CBI program, and the Office of International Relations focuses on outward facing DE&I initiatives and programs. However, there is neither assigned staff nor designated funding to coordinate DE&I efforts.
	By identifying a lead position to be responsible for the administration and promotion of DE&I, the organization can make this initiative visible to employees and the community.
	Leadership plays a key role in providing a proactive approach to service delivery and leaders should act with urgency and unrestrained imagination to equitably improve the quality of life for all.
	CITY OF CHARLOTTE EMPLOYEE AND POPULATION PROFILE
	There is an authenticity to the organization’s workforce reflecting the community it serves. Cultural knowledge should be integrated into every facet of an organization. Employees must be trained and be able to effectively utilize the knowledge gained...
	A diverse group of employees allows for a wide spectrum of ideas, backgrounds and skills that can help the organization evolve faster. Hiring people with different personalities and at varied stages of their career, fosters creativity and allows for a...
	Areas for further targeted improvement exist within public safety. In public safety positions, White employees make up 76.9 percent of the workforce, yet whites make up only 50.7 percent of Charlotte’s population.
	EQUAL PAY FOR EQUAL WORK
	GENDER PAY EQUITY
	Overall, the average difference between male and female salaries within job titles is less than two-tenths of one percent. Although, limitations on the data prevent any major conclusions, the data does hint toward the organization appropriately paying...
	RACE AND ETHNICITY PAY EQUITY
	Despite limitations, the data does show a relatively even distribution of pay by race and ethnicity across categories. There are certain categories (such as professional, skilled craft, and technicians) that may need to be reviewed to ensure there are...
	DIVERSIFYING RECRUITMENT
	“Unconscious bias is the greatest hurdle to overcome in terms of closing diversity gaps. Despite our best efforts, many people are not even aware of the ingrained biases that influence their decision-making. Stereotypes about gender and race may often...
	-Steve Goodman, CEO of Restless Bandit.
	ASSESSING DE&I ACTIVITIES
	Internal Practices: includes the internal policies, processes, and procedures within the organization along with the work environment and culture.
	Access to Services and Opportunities: includes how easily the public can use or participate in city services as well as openness and inclusion in the decision-making processes, awareness of the services, and how the services are available.
	Community Engagement: seeks input and feedback from all, along with outreach designed to involve the community in service planning decisions.
	WHAT DOES THE INVENTORY REVEAL?
	While there are over 120 DE&I related efforts, it is apparent they are administered in a disparate and uncoordinated fashion.
	A needs assessment is a critical step in ensuring successful programs and maximizing use of limited resources. Once need and programs are established, use of outcome measures becomes integral to assessing impact of any initiatives.
	The citywide implementation of equity tools could standardize decision making and strategically align departments to maximize DE&I opportunities.
	Best practices of a highly effective DE&I effort include engaging employees in all areas of an organization to understand common goals and opportunities for employee feedback.
	“One Team… One Flag…One Fight”
	-Marcus Jones, City Manager City of Charlotte
	It is important to develop a culture of accountability, continuous review, evaluation, and improvement within the organization.
	ADDRESSING DISABILITIES AND LANGUAGE BARRIERS
	Sometimes a practice that seems neutral makes it difficult or impossible for a person with a disability to participate. In these cases, the ADA requires public entities to make “reasonable modifications” in their usual ways of doing things when necess...
	STAKEHOLDER FEEDBACK
	The deputy director in the Department of Community Relations serves as the organization’s designated ADA coordinator.
	As a complement to the survey of departments for DE&I activities, the assessment included interviews of the mayor, all council members, city manager, police chief, fire chief, community relations director, CBI managers, and the human resources directo...
	The police chief and the community relations director agreed to host modified dialogue sessions to include broader topics of racial healing and economic mobility for the community and employees.
	BEST PRACTICES AND LITERATURE REVIEW
	Incorporating DE&I into organizational values will be a way to intentionally make space for positive outcomes to flourish.
	Employee engagement should not be confused with employee satisfaction.  Employee satisfaction only indicates how happy or content employees are. Oftentimes, the conditions that make employees “satisfied” are the same conditions that frustrate high per...
	CONCLUSION
	To extend the DE&I efforts, the organization should move forward with a community assessment, similar to this internal one.  Implementation of an adapted “Bridging the Difference” conversations can be the first step.
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