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fit is no longer enough to just share our frustrations, our outrage, our sadness, our
hopelessness, our understanding. It is time to stop this vicious cycle. Rather than expecting
others to provide solutions, it is time to be accountable for ourselves, to actively listen, to look
deep within, to lean in, to feel uncomfortable, to recognize, to be aware, to learn, and then to
do the work to create lasting change. 0

Soko Made, Racial Equity Leader

A Racial Equity Action Plan (RE Action Plan) shall include Racial Equity indicators to measure current
conditions and impact, outcomes resulting from changes made within programs or policy, and performance
measures to evaluate efficacy, that demonstrate how a City department will address Racial Disparities within
the department as well as in external programs.
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Part I: Context

DEPARTMENT BACKGROUND
Number of Employees: 90

Fiscal Year 20/21 Budget: $41,287,133*

Created by voter mandate in 1995, the San Francisco Department of the Environment (SFE) has been
tasked with ensuring that the City meets its environmental sustainability goals. Through SFE, the City has
been aggressive in its efforts to reduce toxics, promote renewable energy, prevent waste, and reduce
greenhouse gas (GHG) emissions, while ensuring that all residents benefit. SFE 6 gograms include:
Administration, Climate which includes Climate Action, Green Building, Environmental Justice, Energy,
Outreach, Policy, Toxics Reduction and Healthy Ecosystems, and Zero Waste. SFE is guided by a seven-
member Commission, which sets policy for the Department and advises the Mayor and Board of
Supervisors on environmental issues. SFE6 programs have robust partnerships with affordable housing
providers, community-based organizations, schools, small businesses, neighborhood mer c hant s 0
associations, fellow City Departments, and other stakeholders, with the goal of ensuring that environmental
programs and policies are tailored to meetthe needsof San Fr anci scob6s diverse commt

Reflections on the intersection between environmentalism and racial equity

Despite progress in addressing explicit discrimination, racial inequities continue to be deep, pervasive, and
persistent in San Francisco. Across every social indicator, when data is disaggregated by race, the legacy of
more than two hundred years of racially discriminatory government policies is evident, as measured by
unemployment, health, household income, housing and displacement, criminal justice, police violence,
homelessness, and education, as well as in the City and County of San Francisco (CCSF) workforce.?

1 https://sfcontroller.org/sites/default/files/Documents/Budget/AAO%20FY2020-21%20%26%20FY 2021-22%20-%20FINAL.pdf
2 Ordinance No. 188-19: Create an Office of Racial Equity
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SFE is guided by its decades-long commitment to environmental justice. Black, Indigenous, and People of
Color (BIPOC) communities are disproportionately exposed to environmental stressors that include air and
soil pollution, illegal dumping of toxics and other materials, industrial land uses and transportation impacts.

They are more likely to live in housing conditions with limited
access to green space and where poor indoor air quality from
pests, mold, and the use of toxic products contributes to the
prevalence of asthma and other health disparities. They are
more likely to be employed in areas with high levels of exposure
to toxics.

Climate change exacerbates existing racial disparities. BIPOC
communities are least responsible for, yet most vulnerable to the
impacts of climate change, and with the fewest resources to
respond. Strategies to reduce greenhouse gas (GHG) emissions
and other environmental policies have the potential to further
exacerbate disparities if not intentionally designed for equity.
Environmental policies and programs often consider inclusive
benefits and equitable access but have not traditionally focused
on addressing root causes of racial disparities.

Although there has been much success in the environmental
justice movement, there is still a long way to go in broadening
missions, reach, and inclusivity of the overall environmental
movement. Additionally, the environmental movement is still
predominantly white, though BIPOC are and have always been
environmentalists. Recent reports indicate that the
environmental field struggles to recruit, hire, and retain
employees of color and that there is a lack of diversity in the
environmental movement.® 4 There is a national call on
mainstream environmental organizations, foundations, and
government agencies to redouble their efforts to increase racial,
ethnic, and gender diversity within their ranks to reflect the larger
population. SFE has an opportunity to integrate this call into its
Racial Equity Initiative. This Initiative will help shape an
environmental movement that truly reflects the beautiful diversity
of the City and ensures that all San Franciscans can participate
and thrive in this work.

What is Racial Equity?

Racial Equity is a set of social
justice practices, rooted in a
solid understanding and
analysis of historical and
present-day oppression, aiming
towards a goal of fairness for all.
As an outcome, achieving racial
equity would mean living in a
world where race is no longer a
factor in the distribution of
opportunity. As a process, we
apply racial equity when those
most impacted by the structural
racial inequities are
meaningfully involved in the
creation and implementation of
the institutional policies and
practices that impact their lives.

- Adapted from Anti-Oppression
Resource and Training Alliance

(AORTA) and the San Francisco
Office of Racial Equity

3 Taylor, D. E. (2014). The State of Diversity in Environmental Organizations. University of Michigan: Green 2.0.
4 Johnson, S.K. (2019). Leaking Talent: How People of Color are Pushed Out of Environmental Organizations. Green 2.0.
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History of SF Environment& Racial Equity Initiative

The San Franciscobs Depart
Environmental Justice (EJ) Program has spent nearly

two decades working alongside low-income

communities of color to mitigate environmental burdens,
increase the accessibility of environmental programs

and benefits, engage the community, and improve the
health outcomes of these communities. While the EJ
program has seededt he begi nni ngs of
Equity Initiative, it needed to expand to effect change
across the entire Department.

Recognizing the lack of diversity in the environmental
movement aoppdortuBify Bndl sesponsibility to
help address it, in 2016, a group of SFE staff created a volunteer-led ad hoc equity, diversity and inclusion
working group. The group created engagement opportunities for staff to investigate topics related to
unconscious bias, diversity, inclusion, and equity. At that point, the majority of SFE staff had also received
implicit bias training provided by the SF Department of Human Resources (DHR).

“ ‘, mlilhn x . formal effort that spanned across programs with

Sl
b 8

~ O | ||l B= 0 1n 2017, after discussing the need for a more

SFE leadership, the volunteer group evolved

into a staff-led effort that began planning S F E 6 s
Racial Equity Initiative. That same year, SFE
joined the Government Alliance on Race and
Equity (GARE), a national network of

government agencies working to achieve racial
equity and advance opportunities for all. S a n
Franci scods waARBythe®@dnor t
Francisco Human Rights Commission.

In March 2018, the Commission on the

Environment adopted Resolution No. 005-18-
COE°codi fying SFE6s commit me
equity and formally announcing SF
Environment 6s Rac T Thel Eq
initiative adopomed GARE
approach to integrating racial equity into the
department: normalizing conversations about

race, organizing key staff, and finding ways to
operationalize thework. Raci al equity has been integrated into the
through a Racial Equity Steering Committee United (RESCU), comprised of liaisons from each SFE program

area (including two senior leadership staff), a smaller Racial Equity Core Team (RE Core Team), and two

Racial Equity Leaders (RE Leaders).

ty
t

ui
0s

The City and County of San Francisco has recognized that there must be a more cohesive and coordinated
approach to addressing these inequities and, in July 2019, the Board of Supervisors unanimously passed an

5 https://sfenvironment.org/policy/resolution-affirming-the-commissions-commitment-to-racial-equity-in-the-department-of-the-
environments-programs-policies-and-services
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https://sfenvironment.org/policy/resolution-affirming-the-commissions-commitment-to-racial-equity-in-the-department-of-the-environments-programs-policies-and-services
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ordinance amending the Administrative Code to create an Office of Racial Equity®. Under O R E deadership,

SFE6s Raci al Equity I nit.S&Ei hashéeneodntgiidadedhthdbn ORED ¢ «
creation of the Racial Equity Action Plan and racial equity assessment tools, as well as from convening with

other City Agencies to collaborate in addressing common challenges and leveraging resources and

experiences to achieve common goals.

PLAN DEVELOPMENT PROCESS

In 2019, the RE Core Team conducted a staff survey and
workforce assessment, which are described in more detail in the
following sections. Through engagement with all SFE6 staff,
including a voluntary workshop attended by about 50 staff,
RESCU developed actions to address the findings of the survey
and assessment. The proposed 16 actions spanned three
opportunity areas: hiring practices, work environment and staff
understanding of racial equity, and staff growth and advancement.
Staff assessed priority, impact, and difficulty of each action, which
are listed in Appendix A. This initial version of Phase | actions
was presented by the RE Leaders to the Commission on the
Environment in January 2020.

Following ORE guidance in June 2020, RESCU members organized into teamstoalign SF E 6 s actionst i al
within O R E dramework and seven sections for Phase |, identifying similarities and gaps. Whi | e SFEO® s
Phase | actions |l argely align with OR#Easydeetmase | t empl
differences in how ORE and SFE categorized Phase | and Phase Il actions and the onset of the COVID-19

pandemic. The seven sections are:

1. Hiring and Recruitment

Retention and Promotion

Discipline and Separation

Diverse and Equitable Leadership and Management
Mobility and Professional Development
Organizational Culture of Inclusion and Belonging
Boards and Commissions

No ok~ wWN

In October 2020, RE Leaders presented to the Commission on the Environment Operations Committee’ to
update Commissioners about the development of the Racial Equity Action Plan and discuss the following
topics:

- What types of racial equity training would be helpful for members of the Commission?

- How can we incorporate racial equity in Commission meetings?

- How can the Commission engage with the community to create a pipeline to increase racial diversity
in commissions/boards and for SFE leadership positions?

- How can the department expand its recruitment efforts to increase racial diversity in SFE leadership
positions?

Discussion about training included the importance of adequate time and resources, the need to include local
context and SFE®&6s unigue mission, and opportunities t
Commissioners expressed the importance of disclosing workforce diversity including analysis of recruitment

and hiring processes. SFE is experiencing a drop off in diversity for candidates who meet minimum

8 https://sfbos.org/sites/default/files/bag072319 minutes.pdf
7 https://sfenvironment.org/sites/default/files/events/102120 operations committee _meeting_minutes_draft.pdf
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gualifications, and commissioners expressed the importance of citywide collaboration on workforce issues.
Commissioners discussed potential waystoexpanddi ver sity and inclusion in SFE
including leadership accountability and regular surveying of staff.

Throughout the fall, SFE6 ®HR Consultant participated in several of the citywide coordination workgroups

convened by ORE and DHR to discuss systemic solutions for specificc i t ywi de i ssues descr il
Racial Equity Action Plan template and raised by racial equity leaders and other City employees.

Workgroups focused on: Effective Outreach, Recruitment, and Hiring; Minimum Qualifications and Test; De-
identification Policy; Temporary Exempt Appointments; Discipline Procedures; and Mediation. SFE will

continue to update its Racial Equity Action Plan implementation steps to align with any recommendations

and best practices that are identified by these workgroups.

In November 2020, RESCU members engaged with SFE All Staff through presentations and discussions at
program meetings. Staff then identified three priority actions out of the 19 higher-level actions of the Phase |
template through an online feedback form where self-identification was optional. Seventy-one staff
responded.

There were five high priority actions identified by staff:

Section Action # of Staff
Votes
Hiring and Recruitment 1.2 Strengthen recruitment and hiring strategies to 27

attract and cultivate diverse candidates at all levels of
the department

Diverse and Equitable 4.1 Commit to developing a diverse and equitable 22

Leadership leadership that will foster a culture of inclusion and
belonging

Retention and Promotion 2.2 Ensure salaries and benefits meet or exceed 20

industry standards while actively pursuing income
equity, centering the experiences of women and
people of color

Retention and Promotion 2.3 Create paths to promotion that are transparent 20
and work to advance equity

Organizational Culture of 6.1 Foster an intentional organizational culture thatis | 18

Inclusion and Belonging committed to inclusion and belonging

Recognizing that these actions were identified by staff as high priorities, SFE will prioritize implementation
for these over the first two years of Racial Equity Action Plan.

In late November 2020, the Of f i ce of Raci al Equity (ORE) reviewed th
RE Core Team with feedback. ORE expressed appreciation for the thoughtful narrative and insights from the

staff survey. ORE also identified SFE as a city-wide department leader in racial equity and suggested that

theplanfil i fts upo the work that has been done by B&E. ORI
to highlight the key actions that SFE has completed.

The Office of Racial Equity indicated that other areas of the plan were muted, as the language seemed more
generic rather than r ef.DOREehcounaged SFEEoGceMmMit to & mage vigiondry t o n e

plan and outline specific changes in the report due to ORE at the end of 2020. In Part 2 of the plan, ORE

suggested revising the goals to make them more specific by including more department- specific actions,

revising the timelines, and giving more details of the resources. These changes would help make the plan

more transparent and effective plan and support accountability. Lastly, ORE reminded the department that it

wi || need to prepare for an annual raciwahichigapui ty asse:
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opportunity to consider the cost of inaction of racial equity. Just as failure to cut climate pollution significantly
threatens our communities and puts critical infrastructure, health, the economy, and the environment at risk,
so does racial injustice.

On December 8,2020,SFEOGs RE Leader s plandcstie Comnision bnehe Bnvierment,®
shared OREOGs feedback, andinalizingteplansed t he next steps i

Commissioners expressedthere nt husi asm and support f or indbifeEdbeut r aci al
their role in these efforts. Commission members were also interested in the hiring and recruitment strategies

and emphasized the importance of creating career pathways and diversifying the environmental field. The
Commissioners acknowledged that many of the actions will take time to implement and inquired which ones

might be ripe for early adoption. Lastly, the Commission recommended the implementation of metrics to

support accountability and encouraged SFE to monitor progress over time.

Subsequent to the Commission meeting, the RE Leaders led brainstorming sessions with RESCU to re-
envision department-specific goals and actions so that they better reflect the needs of SFE. RE Core Team
members have integrated the new department-specific goals, actions, and feedback provided by staff, the
Commissioners, and ORE into the final plan.

EQUITY IN ACTION

The San Francisco Department of Environment has a long history of environmental justice work and is
continuing to learn and grow. Below are three examples of important recent initiatives to advance racial
equity within the Department and beyond.

PROGRAMMATIC

Reusable Bag Distribution

In July 2020, the City increased the charge on checkout bags from $0.10 to $0.25. The objective of the
checkout bag increase is to reduce litter and waste, reduce contamination in recycling and composting bins,
and reduce water pollution. The production, use, and disposal of plastics disproportionately impacts low-
income and BIPOC communities. To avoid burdens on our low-income residents and underserved
populations, SFE worked with affordable housing sites, food pantries, and local Community-Based
Organizations (CBOs) to distribute thousands of reusable canvas bags to residents to use when shopping.
To ensure that residents were well equipped with COVID-19 resources, SFE partnered with the COVID
Command Center (CCC) to stuff t he -Daglaterahand résoutcése Ci t y 0 ¢
Personal Protective Equipment (including reusable face masks from SFMTA), and, where possible, voter
registration information. Over the Labor Day Weekend, SFE distributed a thousand reusable bags to Latinx
residents at the Latino Taskforce/Carnival Health Fair. In February 2021, SFE plans to distribute more
reusable bags to residents at local farmer's markets, focusing on those with the highest number of SNAP
participants.

CITYWIDE

Development and Application of Racial Equity Tools

In September 2020, the SFE launched its Racial and Social Equity Assessment Tool (R-SEAT). The launch
of this tool was accompanied by a citywide training that was attended by 50 city employees. The R-SEAT,
developed by SFE staff with assistance from the Office of Racial Equity and the Department of Public
Health, proactively seeks ways to advance racial justice in climate actions. The tool is used to identify
opportunities to provide benefits to all San Franciscans, mitigate negative unintended consequences for
BIPOC, low-income populations, and other vulnerable populations, and, where possible, address the root
causes and fundamental drivers of inequity. Five themes and supporting impact areas are addressed under

8 hitps://sfenvironment.org/sites/default/files/events/120820 commission special _meeting minutes_draft.pdf

10


https://sfenvironment.org/sites/default/files/events/120820_commission_special_meeting_minutes_draft.pdf

San Francisco Department of the Environment Racial Equity Action Plan
Version 1 updated 12/30/2020

R-SEAT: 1) income and wealth equality (including Just Transition for workers), 2) housing security and
community stability, 3) inclusion and empowerment, 4) health, and 5) hazard and climate resilience. To date,
the R-SEAT has been used to evaluate racial and social equity impacts in over 14 emissions reduction
strategiestobeincl uded in the Cityés 2021 Climate Action
go beyond traditional emissions reduction strategies and intentionally design strategies that advance racial
and social equity.

DEPARTMENT WIDE

Department Racial Equity Trainings

The San Francisco Department of Environment Racial Equity Core Team has been proactively designing,
delivering, and organizing trainings to develop the capacity of SFE staff to better understand racism in our
institutions and structural forms. Over the last several years, customized racial equity trainings have been
provided to SFE programs and their staff. Topics covered include implicit bias, institutional and structural
racism, examples of institutional racism in the environmental field, and the use of racial equity tools to apply
a racial equity lens to programs and policies. In addition to in-house trainings, the Racial Equity team has
consulted on the types of trainings needed for senior staff. In July 2020, senior staff participated in a half-day
seminar with Dr. Robin DiAngelo, in which she offered findings from her systemic analysis of white
supremacy, and her work around whiteness and white fragility. Dr. DiAngelo discussed topics including
white socialization, systemic racism, and the specific ways in which racism manifests for white progressives.
The workshop offered SFE leadership staff time for personal reflection and the ability to identify personal
complicity with the system of white supremacy. With shared language and a clearer understanding of how
institutions and systems are producing unjust and inequitable outcomes, SFE staff and leadership are better
equipped to include racial equity and promote change within their work and in the department.

CURRENT WORKFORCE DEMOGRAPHIC DATA

As of August 31,2020, SFEG6s wor kf or ce s i zcempnsadsof tie @ollowingpdcialy e e s
demographics i 46 White employees, 21 Asian employees, 11 Hispanic employees, seven Black
employees, and five Filipino employees. On March 10, 2020, the San Francisco Department of Human
Resources published the first annual Workforce Report produced pursuant to Ordinance no. 188-19 (2020
Annual Workforce Report), which included the demographic composition of all City and County of San
Francisco (CCSF) Employees, and the Bay Area Available Workforce demographics for the 10 Bay Area
Counties.

TABLE 1: SFE, CCSF EMPLOYEES, AND BAY AREA AVAILABLE WORKFORCE DEMOGRAPHICS

SFE CCSF Bay Area
White 51% 29% 43%
Asian 23% 28% 21%
Hispanic 12% 15% 19%
Black 8% 15% 4%
Filipino 6% 11% inc. w/Asian
Am. Ind. Omitted 0.50% 0.40%
Multi Omitted 1% 4%

11

Pl an
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To not identify individual employees in subsections of the full workforce, demographic data regarding the
composition of specific job classes will be discussed in aggregate rather than by referencing specific races
or ethnicities.

The workforce at SFE is comprised of 38 employees in Permanent Civil Service (PCS) positions and 52
employees in exempt positions (including exempt classifications such as Proposition F retiree positions, and
position-specific exempt classifications such as Director, Commission Secretary, etc.). The 38 PCS
employees are comprised of 20 White employees, nine Asian employees, four Hispanic employees, three
Black employees and two Filipino employees. The 52 exempt employees are comprised of 26 White
employees, 12 Asian employees, seven Hispanic employees, four Black employees, and three Filipino
employees. SFE has 28 employees in positions exempt from Civil Service under Category 18 (limited
duration, project-based positions), not including limited term trainee positions (job classes 9920 and 9922).
Among the 28 Category 18 exempt employees there are 14 White employees, five Black employees, five
Hispanic employees, three Asian employees, and three Filipino employees.

The majority of SFE employees work in one of six job classes. Classes 9920 and 9922 are limited-term
trainee positions. Due to the specific knowledge, skills and experience required for SFE positions, SFE
utilizes a specific environmental job series for many of its positions - job classes 5638 Environmental
Assistant, 5640 Environmental Specialist, 5642 Senior Environmental Specialist, and 5644 Principal
Environmental Specialist. These six classes comprise 75 of the 90 SFE positions. The demographics for
specific classes and groups of classes is as follows:

- 9920 and 99221 5 White, 11 BIPOC

- 563871 9 White, 8 BIPOC

- 56407 8 White, 10 BIPOC

- 564271 12 White, 5 BIPOC

- Combined 5638-5644 1 32 White, 25 BIPOC

- Senior Staff and Leadership (5644, 0922, 0952, 0962, 1824) i 7 White, 2 BIPOC

100%

75% 9 8 32
12

50%

25%

0%
Limited Term 5638 5640 5642 5638 - 5644  Sr. Staff &
Trainees Leadership

EBIPOC = White

FIGURE 1: SFE BIPOC AND WHITE STAFF 2020
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RESULTS FROM DEPARTMENT ASSESSMENT AND EMPLOYEE SURVEY

2020 Annual Workforce Report - SFE Findings

The 2020 Annual Workforce Report identified an underrepresentation of Black or African American
employees at SFE in the paraprofessional® occupational category; the utilization ratio is less than 40 percent
of the availability of the workers in the 10 Bay Area counties.'® The next version of this workforce report will
provide a more granular review of the intersection of department-specific employment decisions and race as
well as gender, namely for hiring, promotions, professional development, terminations, and compensation
decisions for all City employees.! The City and County of San Francisco is committed to equal employment
opportunity.?

TABLE 2: SFE APPLICANT PooL 1/1/19 - 12/31/1913

Am. Black or Native

Indian or African Hawaiian

Alaskan American or Pac.

Native Asian (not of Islander White (not

(not (except Hispanic Hispanic or (not of Hispanic

Hispanic) | Filipino) origin) Filipino Latino Multiracial | Hispanic) | Undeclared | origin) Total

% # % # % #| % # % # % # % # % # % # #

PCS 1% 41 22% | 109 | 8% | 42 | 5% | 26 | 14% 69 | 5% | 26| 1% 3| 8% 42 | 36% | 184 505
Exempt | 1% 5| 18% | 148 | 8% | 68 | 5% | 40 | 14% | 114 | 4% | 31 | 0% 41 9% 69 | 41% | 330 809

2019 SFE Workforce Assessment

I n 2019 RE Core Eears reviewed workforce data and literature and best practices in achieving
workforce equity from leaders such as the Government Alliance on Race and Equity (GARE), Urban
Sustainability Directors Network (USDN), and Green 2.0. The team also participated in meetings with City
colleagues to discuss common challenges and potential actions that could apply across City agencies.

TAKEAWAYS FROM 2019 WORKFORCE ASSESSMENT

Workforce diversity: There was much less diversity in the Management'# and 5642 Senior
Environmentalist Specialist classifications. Given that white employees fill most of the senior managerial
positions, there are associated disparities in the earning potential of white employees versus BIPOC
employees.

9 City jobs in this category include research assistants, child support workers, recreation assistants, home health aides, library
assistants and clerks, and similar workers. Other paraprofessionals include health and laboratory assistants, health workers,
instructional assistants, and public service aides. https://sfdhr.org/sites/default/files/documents/EEO/Workforce-Utilization-Report-
2018.pdf
10 https://sfdhr.org/sites/default/files/documents/Reports/annual-workforce-report-2020.pdf p. 44
11 SF Office of Racial Equity, Citywide Racial Equity Framework and Phase 1: Internal Programs and Policies p. 3
21t is the City's policy to ensure:

- equal opportunity to all employees and applicants;

- that employees be selected and promoted based on merit and without discrimination;

- reasonable accommodations for qualified employees and applicants that require them.
The City prohibits discrimination and harassment on the basis of sex, race, age, religion, color, national origin, ancestry, physical
disability, mental disability, medical condition (associated with cancer, a history of cancer, or genetic characteristics), HIV/AIDS status,
genetic information, marital status, sexual orientation, gender, gender identity, gender expression, military and veteran status, or other
protected category under the law. https://sfdhr.org/equal-employment-opportunity
13 https://sfdhr.org/sites/default/files/documents/Reports/annual-workforce-report-2020.pdf p.18-19
14 Classifications 0922, 0952, 0962, 5644
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Hiring: Except for the 5640 classification, the racial diversity of job applicants decreased as job seniority
increased. Someof SFE6s j ob announc e maesitable qudlifieations whick research
suggests can lead to racial inequities by dissuading diverse candidates from applying to positions.*®

Retention: Data tracking race/ethnicity, reason for separation, length of employment, professional growth,
advancement, and other factors were not readily available at SFE. Progress on this analysis since 2019 is

described in Part 1l of the Plan. Research at the national scale found that BIPOC have lower intent to stay at

environmental organizations than their white colleagues, and that BIPOC employees perceive lower levels
fairness in development, evaluation, and promotion practices.6

2019 Staff Survey

SF Environment staff were surveyed in August 2019 to gain insight on how employees rate their
understanding of institutional and structural racism, perceive the Racial Equity | ni t i at i veds
equity both within SFE and in the community, and identify staff needs (resources or otherwise) and
opportunities for a more equitable and inclusive workplace. Over 90 percent of staff participated (80 out of
88), comprising 41 staff of color, 33 white staff, and six who preferred not to answer. The racial/ethnic
composition of SFE in October 2019 was 41 white staff (not Hispanic or Latino/a/x) and 49 staff of color.
Staff did select specific racial/ethnic background,*” but it was not included in analysis to ensure anonymity
respondents. More information about the survey is in Appendix B.

8 romotion inequities
racial tensions i

fokenizationw.hife fragili’ry
unity engagement

om
need leq erships commitment
allyship burden’on POCs o
nééd a¢cduntability
hlrlngofhlerrs]msequlfles
more fraining

general support
pivicge image focused

permanent positions

olicy inequities ,
Foffice culturaneed mentorship

STAFF REFLECTIONS FROM 2019 SURVEY

15 Nelson, J. and Tyrell, S. (2015). Public Sector Jobs: Opportunities for Advancing Racial Equity. Government Alliance on Race &
Equity

16 Johnson, S.K. (2019). Leaking Talent: How People of Color are Pushed Out of Environmental Organizations. Green 2.0.

17 Options included in the survey were: American Indian, Alaska Native or First Nations; Asian; Black, African American, or Black

of

of

mpact

African; Filipinalol x; Latina/o/x or Hispanic; Mi dd| e peEtesnbtéor n ; Mu |

answer; Race or ethnicity not listed. | identify as
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SFE SURVEY TAKEAWAYS

Differences in values versus action: While 99 percent of staff surveyed indicated the importance of
prioritizing racial equity, only around one-third indicated that SF Environment policies and procedures (both
internal and external) consider and address institutional racism.

Difference in perceptions: Experiences and perceptions varied by positional differences, with supervisory
staff assessing their comprehension, proficiency, and efficacy with respect to racial equity more favorably.
However, 20 percent of staff disagreed that they felt comfortable talking about race with supervisors and
managers, and comfort was lower for staff of color, female-identifying staff, non-supervisors, and staff with a
disability. BIPOC staff marked needing management/leadership support to increase their involvement at
higher rates than white staff.

Workforce inequities and work environment: In several instances, staff with more dominant societal
status (white, male, able-bodied) assessed SFE, or themselves, more favorably regarding racial equity.
Comments submitted by staff identified white fragility, tokenization, patriarchy, elitism, and favoritism as
some of the power imbalances present in the work environment. Many staff commented on the lack of
diversity in management, with some comments specifically related to hiring, advancement, and
compensation inequities.

Training and resources: Staff who had completed the racial equity training responded that they were
actively addressing racial disparities at a higher rate than those who had not completed the training.
However, most staff indicated that they did not have the tools they needed, whether they had completed the
training or not, and one-third of staff who had completed the training indicated that they still had a need for
more information and/or training.
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Part Il: Actions

For each of the seven sectionsof ORE 6 s P hemplate, SFE has developed (in addition to the ORE
specific actions) department specific goals and actions, identified resources (staffing, financial, etc.) needed,
and outlined detailed implementation steps and timelines to ensure accountability. Introductory text at the
beginning of each section in italics is language provided by ORE.

ACTIONS KEY

ACTIONS: Specific acts to accomplish to achieve departmental goals. Actions highlighted indicate SFE not
sole decision maker.

RESOURCES: What is needed to perform actions; financial, human, and/or material. Staff time is
delineated as follows:

- Range 1: less than 40 hours
- Range 2: 40-99 hours
- Range 3: 100+ hours

INDICATORS: Quanti fiable measure of an act ianyorfedetterofffc e s s ; h
TIMELINE: Dates denoting the start and end of the action

IMPLEMENTATION: Detailed plan on how the action will be accomplished; month, quarter, and/or year

STATUS: The actionbs curr ent :Gngomd, in ProgresspGbapleted, Not Staytedl ar | y
LEAD: Staff, committee, or body responsible for the action and/or accountable for its completion

PRIORITY LEVEL.: Strategies prioritized by staff are highlighted as follows:

High Priority

Low Priority

Department-Specific gy
Actions @
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1. HIRING AND RECRUITMENT

Identify, Attract, Invest In, and Retain a Diverse City Workforce. Racial homogeneity within hiring and recruiting networks reproduce historical inequities in access to family-sustaining, living wage

jobs. Therefore, cultivating an inclusive workforce requires intentional efforts in and with diverse, underrepresented, and underserved communities. Rather than passively waiting for diverse

candidates and people with more varied backgrounds to apply, Departments can and should actively seek these individuals out. This includes assessing the most basic barriers to access that
influence the Cityds applicant pool, and devel oping a thnhevautlets, domnueitp-based orgahizatmns tBiPO@ prdiessornar at e gy .
networks, re-entry programs, SFUSD and community college systems will cultivate a rich pool of diverse candidates.

Sustainability-focused organizations have historically been disproportionately and recruiting through these networks may advantage white applicants. Additionally, the qualifications used to hire
forapositonc an ei t her hamper an applicant of colorés ability to gchisuggegsmpnemysmaliidatiomscaneadnoraxialt r act a
inequities by creating barriers to attracting a diverse candidate pool.'® Due to racial inequities in the education system, degree requirements could also exacerbate inequities. Sometimes

educational requirements are not relevant to the job function.

Preliminary analysis completed by the RE Core Team in 2019 has identified several potential areas where further analysis is needed for improving hiring and recruitment to increase diversity at

SFE. SFE&6s initial analysis indicates t hansenioHevel gbsitions.rAdditianally, thdre istallrep-off pf BIPOC canditlatep o tbel remdiring applieasite s

pool after applicants not meeting the minimum qualifications are screened out of the applicantpool. Addi ti onally, SFEOGs open positions ar egepost ed
are often responsible for broadly distributing the announ tnameeonstdesitably qualifitatians, ahicd rmay detepappdicaritsi ce. S
The Departmental Personnel Officer (DPO) in collaboration with the RE Core Team need to complete a detailed workforce assessment to address the following issues:

Diversity among specific classifications, specifically in the 5642 job classification

Diversity among Senior Leadership and Management positions

Diversity of the applicant pool, especially at the 5642 level and above

A review of job classifications and minimum qualifications (e.g., degree requirement, d r i vlieensé)wwith an equity perspective
A review of the PCS hiring process with an equity perspective

Use of desirable qualifications in job announcements

Posting and distribution of job announcements

The impact of utilizing positions exempt from Civil Service Rules on all areas (hiring, recruitment, separations, and discipline)
Standardization of the exempt recruitment and hiring processes

=4 =4 =8 4 -8 4 4 8 -9

DEPARTMENT GOAL
Remove barriers to support high levels of racial and social diversity across all classifications and promote inclusion of BIPOC communities in the environmental field.

8 Nelson, J. and Tyrell, S. (2015). Public Sector Jobs: Opportunities for Advancing Racial Equity. Government Alliance on Race & Equity
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included in the department annual
review.1®

review

D. When available, annually SFE staff to participate in DHR
citywide survey.

1.1.1. Assess current conditions DPO Time: Barriers Start A. Q120217 Q4 2021 - Conduct workforce (barriers) In Progress | RE Core Team in
and barriers that impede 1) Range 2 assessment is January assessment. collaboration with
potenti al applic completed 2021 - ) _ N DPO
competitively apply to available Complete B. Q120227 Q4 2022 - Recruitment and hiring ,
positions, and 2) disallows Staff Time: December assessment. ENV-Admin Staff
current, competitive employees to ’ 2024 .
P pioy Range 2 C. Q1 20237 Q4 2023 - Integrate recommendations from

apply. Lo .

Citywide workgroups on Temporary Exempt Appointments

Process/Policy and Review of De-Identification Policy into

SFE6s i mplementation pl an
1.1.2. Implement an annual staff Staff Time: Survey is Start A. 2019 Staff Survey (Complete). In Progress RE Core Team
survey to assess departmental Range 2/year administered January - . )
diversity and inclusivity that would annually 2021 - B. Q3 2021 - Annually Update existing SFE survey; submit ENV-Leadership
inform hiring and recruitment < " Complete to staff; analyze data; compile results. RESCU

; : urvey results are

goals, particularly looking for gaps | pynding for incIudZd N the December | ¢ Q4 2021 i Ongoing - Annually compare to previous
within data. Survey data and consultant 2025 year's survey. DHR
results are disaggregated and department annual | (3nnyal)

19 Department management will need to review all responses to see whether any of them qualify as EEO complaints.
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Section 1: Hiring and Recruitment

outlets and networks. Map and
track outreach efforts.

C. Q120221 Q4 2022 - Draft framework for recruitment
process; to be reviewed by RESCU.

D. Q1 2022 Q4 2022 - Develop system to track outreach
efforts related to recruitment over time and compare
applicant pools to baseline.

1.1.3. Draft and release an DPO Time: Policy is created, Start July A. Q320217 Q4 2021 - Identify key findings from staff In Progress | RE Core Team, in
equitable and inclusive hiring and | Range 1 implemented, and | 2021 1 survey and barriers assessment to include in SFE Hiring collaboration with
recruitment policy that includes reviewed annually | Complete and Recruitment Policy. DPO
learnings and feedback from staff to maximize results | March 2024
survey and applicant barriers Staff Time: B. Q1 20221 Q4 2022 - Integrate recommendations from
assessment. This policy must be Range 1 Citywide workgroup on Effective Outreach, Recruitment, ENV-Leadership
vetted by the Racial Equity and Hiring into SFE Hiring and Recruitment Policy.
Leaders and any related working RESCU
group. C. Q1 20237 Q1 2024 - Develop SFE Hiring and
Recruitment Policy, vetted by RESCU.
1.2. Strengthen recruitment and hiring strategies to attract and cultivate diverse candidates at all levels of the department.
ACTIONS RESOURCES INDICATORS TIMELINE IMPLEMENTATION STATUS LEAD
1.2.1. Develop a clear and DPO Time: Candidate pool is Start A. Q120217 Q12022 - Incorporate DHR Diversity and In Progress | RESCU, in
expansive recruitment process Range increasingly more January Recruitment team strategies and best practices into SFE collaboration with
that addresses most basic 1/annually diverse and 20217 Hiring and Recruitment Policy. DPO
barriers to access to employment referred from a Complete
opportunities and stretches variety of sources December B. Q2202171 Q1 2022 - Integrate recommendations from
beyond existing outreach Staff Time: 2022 Citywide workgroup on Effective Outreach, Recruitment, DHR
protocols to new and unexpected Range 1 and Hi r i ngframawbrlofor 8€&rEtident process.

ENV-Leadership
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Section 1: Hiring and Recruitment

1.2. Strengthen recruitment and hiring strategies to attract and cultivate diverse candidates at all levels of the department.

could feed into open positions.

Financial: Paid
accounts for
posting
positions

C. Q32022171 Q1 2023 - Work with CREW, DHR, and ORE
to identify BIPOC professional networks, social media
channels, HBCUs, and other institutions to post job
announcements (ldentify paid vs. unpaid options and utilize
DHR paid accounts).

D. Q2 20231 Q4 2023 - Develop formal working
relationships with 10 new organizations.

ACTIONS RESOURCES INDICATORS TIMELINE IMPLEMENTATION STATUS LEAD

1.2.2. Foster relationships with DPO Time: Candidate pool is Start July A. Q3202271 Q4 2022 - Integrate recommendations from Not Started ENV-Staff

new and unexpected outlets, Range 1 increasingly more 20221 Citywide workgroup on Effective Outreach, Recruitment,

community-based organizations, diverse and Complete andHi ring into SFE®ds. i mpl eme

BIPOC professional networks, re- referred from a December _ o _ ENV-Managers
entry programs, SFUSD and Staff Time: variety of sources 2023 B. Q4 2022 - Continue developing list of potential

community college systems that Range 2 community partners.

RESCU, in
collaboration with
DPO
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Section 1: Hiring and Recruitment

1.2. Strengthen recruitment and hiring strategies to attract and cultivate diverse candidates at all levels of the department.

C. Q1202171 Q4 2021 - Simplify desirable qualifications
and evaluate the appropriateness to job classifications to
help SFE attract a more diverse pool of applicants.

D. Q1 20227 Q4 2022 - Create job description templates
across classifications to simplify, remove barriers, and
standardize across the department.

E. Q2 20221 Q3 2022 - Work with CREW, ORE, and DHR
to identify alternative pathways to apply for positions within
the City.

F. Q3202271 Q4 2022 - Integrate recommendations from
Citywide workgroup on Revie
implementation plan.

ACTIONS RESOURCES INDICATORS TIMELINE IMPLEMENTATION STATUS LEAD
1.2.3. Review, simplify, and DPO Time: Job descriptions Start A.COMPLETED -1 ncl ude a st at ement]InProgress |RE CoreTeam, in
standardize job descriptions and Range 2 display consistent January commitment to equity and inclusion in all job collaboration with
minimum qualifications to remove and inclusive 202117 announcements. DPO
any barriers to attracting a diverse language Complete
candidate pool and those with Staff Time: ) ¥ December B. Q1 20211 Q4 2022 - Evaluate and update minimum
diverse life, education, and Range 3 Candidate pool is 2022 qualifications as needed, with goal of creating opportunities DHR
professional experiences. Include increasingly more for qualified applicants who would otherwise not be able to
multiple ways to apply to a diverse apply.
position.
RESCU

ENV-Managers

ENV-Leadership
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Section 1: Hiring and Recruitment

1.2. Strengthen recruitment and hiring strategies to attract and cultivate diverse candidates at all levels of the department.

hiring and allow for greater equity.

C. Q120217 Q4 2022 - As part of minimum qualification
evaluation, examine the necessity of educational
requirements and update minimum qualifications as
needed.

D. Q320227 Q4 2022 - Integrate recommendations from
Citywide workgroup on Revi e
implementation plan.

ACTIONS RESOURCES INDICATORS TIMELINE IMPLEMENTATION STATUS LEAD

1.2.4. Interrogate necessity of DPO Time: An increase in Start A. Q1202171 Q4 2022 - Evaluate and update minimum Not Started RE Core Team, in
minimum qualifications (MQs) that | Range 2 applicant pool with | January qualifications as needed, with goal of creating opportunities collaboration with
may disproportionately create more diverse life, 20211 for qualified applicants who would otherwise not be able to DPO

racial inequities in hiring and education, and Complete apply.

recruitment. Consider the option | giaff Time: professional December

of learning on the job or relevance Range 3 experiences 2022 B. Q1 20211 Q4 2021 - Simplify desirable qualifications DHR

of transferable skills. Remove and evaluate the appropriateness to job classifications to

unnecessary/outdated MQs for help SFE attract a more diverse pool of applicants.

certain classifications to expedite RESCU

ENV-Managers

ENV-Leadership

22




San Francisco Department of the Environment Racial Equity Action Plan, Version 1. Last updated 12/30/2020

Section 1: Hiring and Recruitment

1.2. Strengthen recruitment and hiring strategies to attract and cultivate diverse candidates at all levels of the department.

unless grammar and other writing
skills will not be considered.?°

response; video; etc.).

C. Q4 202171 Q2 2022 - Evaluate supplemental questions
for inclusion of racial equity related questions.

D. Q320227 Q4 2022 - Integrate recommendations from
Citywide workgroup on Revie
implementation plan.

ACTIONS RESOURCES INDICATORS TIMELINE IMPLEMENTATION STATUS LEAD

1.2.5. Review the need for DPO Time: An increase in Start A. Q120217 Q3 2021 - Identify positions in which writing Not Started RESCU, in
supplemental questions. Does Range 1 applicant pool with | January skills are necessary for job duties and cannot be learned on collaboration with
this job require the applicant to more diverse life, 202117 the job. DPO

write well as a part of their job education, and Complete

duties? If not, reconsider Staff Time: professional December B. Q1 2022 - Identify and evaluate impacts of alternate

supplemental essay questions, Range 1 experiences 2022 means for responding to supplemental questions (recorded

20 From https://www.cityofmadison.com/civil-rights/documents/RESJEquitableHiring Tool.docx.
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Section 1: Hiring and Recruitment

1.2. Strengthen recruitment and hiring strategies to attract and cultivate diverse candidates at all levels of the department.

ACTIONS RESOURCES INDICATORS TIMELINE IMPLEMENTATION STATUS LEAD
1.2.6. Reject the practice of DPO Time: An increase in Start A. Q1202171 Q4 2022 - Evaluate and update minimum Not Started RE Core Team, in
fdegree infl ati o] Range?2 applicant pool with | January qualifications as needed, with goal of creating opportunities collaboration with
exacerbates racial disparities in more diverse life, 202117 for qualified applicants who would otherwise not be able to DPO
educational and wealth education, and Complete apply.
attainment by requiring a four- Staff Time: professional December
year college degree for jobs that Range 3 experiences 2022 B. Q1 20211 Q4 2021 - Simplify desirable qualifications DHR
previously did not. Be specific and evaluate the appropriateness to job classifications to
about the hard and soft skills help SFE attract a more diverse pool of applicants.
needed for the role.
C. Q120217 Q4 2022 - As part of minimum qualification RESCU
evaluation, examine the necessity of educational
requirements and update minimum qualifications as
needed. ENV-Managers
D. Q3 20221 Q4 2022 - Integrate recommendations from
_Citywi_de wor kgroup on Revi e ENV-Leadership
implementation plan.
1.2.7. Require outside recruiters DPO Time: Candidate pool is Start July A. Q3202271 Q4 2022 - Contract with a recruiter that Not Started ENV-Leadership, in
to comply with departmental Range 1 increasingly more | 20227 demonstrates cultural competence and will focus on collaboration with
standards for equitable and Staff Time: diverse and Complete diversity recruitment or establish protocols for internal DPO
inclusive hiring to ensure the R;n 01 & referred from a December recruitment, especially for SFE leadership positions.
production of diverse and g variety of sources 2025
qualified candidate pools. Use Financial: (ongoing) B. Q1 202371 Q4 2025 - Share recommendations from DHR
outside recruiters who bring an Diversity Citywide workgroup on Review of MQs/Tests with any
equity lens and culturally- Recruitment outside recruiter.
competent skills to their work. Services RESCU
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All program.

1.3.1. Create, maintain, and Staff Time: # of paid Start A. Q3 20237 Ongoing - Continue to partner with fellowship | In Progress | ENV-Staff managing
develop internship stipends and Range 2 interns/fellows, January programs such as Climate Corp, Willie Brown Fellows, and interns/fellows

paid fellowship opportunities. Be . - increase annually 20237 other internship programs.

clear and upfront about the ability | Financial: or meets Complete

to fund internships and internship department December

fellowships during the interview stipends; paid | heeds/capacity 2024

process. fellowships

1.3.2. Identify and secure a Staff Time: # of Opportunities Start A. Q1 2023 - Continue to partner with City sponsored In Progress | ENV-Development,
minimum number of departmental | Range 2 for All placements January Employment opportunities like SF Youthworks. Community
summer placements and and mentors 20237 Partnerships, and
employee mentors for participants Complete Carbon Fund

i n the Opposunities fer gggjmber Coordinator
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1.3.3. Disrupt employment DPO Time i Internship/ Start A. Q120237 Q2 2023 - Incorporate DHR Diversity & In Progress | RESCU in
patterns relyi ng|Rangel fellowship January Recruitment team strategies and best practices into SFE collaboration with
model 6 that <cons candidate pool is 20237 Hiring and Recruitment Policy. DPO
candidates from the elite increasingly more Complete
institutions and universities. Staff Time: diverse and December | B. Q320231 Q4 2023 - Work with CREW, DHR, and ORE
Target local community colleges, Range 1 referred from a 2024 to identify BIPOC professional networks, social media DHR
trade schools, training programs, variety of sources channels, HBCUs, and other institutions to post job
re-entry programs, public high announcements (Identify paid vs. unpaid options and utilize
;czor(]) IZ’ gt(i' (e'%jasr;; ngh?mggzsé Financial: Paid DHR paid accounts). ENV-Staff
Program.) accounts for C. Q1 2024 i Q3 2024 Draft framework for and implement
posting diversity recruitment strategy.
positions ENV-Managers

D. Q1 2024 - Develop system to track outreach efforts

related to recruitment over time and compare applicant

pools to baseline. ENV-Leadership
1.3.4. Include opportunities to Staff Time: # of opportunities Start A. Provide Implicit Bias and Racial Equity Training as part In Progress | RE Leaders
expand collective knowledge Range 2 during internship/ January of onboarding process.
regarding diversity, equity, and fellowship 20231
inclusion. Complete

December
2024
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specialties, including exempt and PCS recruitments.

1.3.5. Track and evaluate Staff Time: Tracking system Start A. Q120227 Q420227 Usedepart ment 6 s s|NotStarted RESCU in
outcomes including reviewing the | Range 1 implemented January exit interview questions (see 2.5.1) to collect constructive collaboration with
application process and resulting % of evaluafi 202217 feedback and develop strategies based on findings. DPO
hires by race/ethnicity, to address o OF evalualions Complete _ o _
any fallout due to bias. Collect DPO Time: completed December B. Q120231 Q22023 Review existing fellowship and
constructive feedback of intern Range 2 Internship/ 2023 |nter{lsbr;|p r?ppllcan; and h_ltre datta, T}pp'y departmen ENV-Hiring
Zr(wjd fetllowshlp experler:;_:esl. fellowship program equitable hiring and recruitment policy. Managers
Just programs accordingly. updlated before next C. Q320237 Q420237 Implement program adjustments.
cycle
1.4. Commit to standardized, transparent, and participatory recruiting and onboarding.
ACTIONS RESOURCES INDICATORS TIMELINE IMPLEMENTATION STATUS LEAD
1.4.1. Maintain a standardized DPO Time: Standardized Start A. Q120237 Q3 2024 Implement a process to ensure In Progress DPO in consultation
and holistic interview process with | Range 2 interview process January structured interview questions, including inclusive interview with RESCU
structured interview questions. with a set of 20231 questions, are used for each recruitment.
inclusive interview | Complete _
Staff Time: questions December B. Q4 20241 Q4 2025 Implement a standardized ENV-Hiring
Range 1 2025 structured interview format for all classifications and Managers
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Section 1: Hiring and Recruitment

1.4. Commit to standardized, transparent, and participatory recruiting and onboarding.

assistance to job
seekers

ACTIONS RESOURCES INDICATORS TIMELINE IMPLEMENTATION STATUS LEAD
1.4.2. Ensure a diverse hiring DPO Time: Demographic Start A. Q1 20237 Q2 2024 Draft SFE Panel Composition In Progress | DPO in consultation
panel for each interview. Range 1 composition of January criteria and guidance for hiring managers. with RESCU
panels 20231
Complete B. Q3 20241 Q1 2025 Develop panel demographics
Increase in diverse i
P December tracking system. .
Staff Time: interview panels 2025 9sy ENV-Hiring
Range 1 C. Q220257 Q4 2025 Include a and b in SFE Hiring and Managers
Recruitment Policy.
1.4.3. Train staff on conducting DPO Time: Interview panels will | Start A. Require staff and outside panelists to complete DHR In Progress | ENV-Hiring
interviews, taking care to focus on | Range 1 be increasingly January Implicit Bias online training prior to conducting interviews. Managers in
implicit bias and equity. This more equitable, 2024 i1 collaboration with
includes staff involved in selecting conversations Complete DPO
interns and fellows. Staff Time: regarding racial December
Range 1 equity can be easily | 2025
had
1.4.4. Adopt a tool to track DPO Time: Tool created and Start A. Develop system to track applicant progress through Not Started DPO in consultation
app_lication progress and provide | Range 1 implemented January application screening. for exempt recruitments. Update and with RESCU
assistance where needed through # of applicant 20237 modify system as new city-wide Applicant Tracking System DHR
multiple means to reach more job 7 Ol applicants Complete is implemented.
seekers. Staff Time: increased December
Range 1 Increased 2025
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Section 1: Hiring and Recruitment

1.4. Commit to standardized, transparent, and participatory recruiting and onboarding.

ACTIONS RESOURCES INDICATORS TIMELINE IMPLEMENTATION STATUS LEAD
1.4.5. Share and post all job DPO Time: Increase in internal | Start A. Develop procedure to notify all staff regarding job Completed/O | ENV Payroll and
openings internally. Abide by Range 1 part-time and full- January openings (completed; ongoing practice). ngoing Personnel
depart ment 6s RE . time staff, interns 202117 Coordinator in
goals to create and streamline Staff Time: and fellows Complete collaboration with
professional mobility. Range 1 applying for job December DPO
openings 2025
1.4.6. Decrease and close lags DPO Time Hiring, interviewing, | Completed A. Existing process addresses indicators. Completed DPO
and long wait times in hiring, (Completed) and onboarding . , o
interviewing, and onboarding processes B. Process standardizes recruitment and examination
processes that can cause delays standardized planning prior to posting announcement.
in service provision and potential - - C. Reviewed PCS recruitment data by race, and withdrawal
: : Lag times/wait : y race,
economic harm to interested tim%s rates did not show a disparate impact.
applicants.
1.4.7. Formalize and standardize | DPO Time: All new hires are Start A. Q1 20247 Q3 2024 Create standardized onboarding In Progress | DPO in collaboration
the onboarding process for full- Range 1 processed similarly | January process for full time and part time staff (completed). with ENV Payroll
time and part-time staff, regardless of 20241 . i and Personnel
volunteers, interns, fellows, and position Complete B. Q4 20241 Q2 2025 Assess current fellow/intern Coordinator
freelancers. Staff Time: December onboarding process and develop recommendations based
taft Time: 2025 on findings.
Range 1

C. Q3202571 Q4 2025 Implement recommendations to
standardize fellow/intern onboarding.
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Section 1: Hiring and Recruitment

1.4. Commit to standardized, transparent, and participatory recruiting and onboarding.

demographics

ACTIONS RESOURCES INDICATORS TIMELINE IMPLEMENTATION STATUS LEAD
1.4.8. Expand upon the default DPO Time: Increase in number | Start A. Q120247 Q4 2024 Submit requests to Unions for In Progress | DPO in collaboration
Certification Rule of Three Range 1 of diverse January expanding Certification Rule of Three Scores to Rule of Ten with ENV-
Scores. For example, expanded candidate pools 20241 for all open positions. Leadership
to the Rule of Ten or more. . Complete

Staff Time: Overall faster hiring | pecember | B. Q1 20257 Q1 2025 Work with ORE, Citywide working DHR

Range 1 times 2025 groups, Civil Service Commission, and Unions to expand Civil Service

Unions
1.5. Actively work to support and expand diversity in the local environmental field.
ACTIONS RESOURCES INDICATORS TIMELINE IMPLEMENTATION STATUS LEAD
1.5.1. Eliminate barriers for Staff Time: Barriers Start July A. Q3 2022- Q4 2022 - Standardize criteria and use of In Progress | RE Core Team in
BIPOC candidates by creating Range 3 assessment 20221 desirable qualifications in the 56xx series. collaboration with
transparency and standardization o completed Complete . ith diff ini DPO and ENV-
around hiring and recruitment DPO Time: December B. Q12023 ! Q3 20?3 ) E.ngage W't_ ! erenf[ affinity Managers
practices and expanding Range 1 2023 gS;roqpts (Sfo\t/:vlety of :lspanlc Pr(éflisglc(:)ngl- Entgln,\eletrs, y
recruitment pathwavs bevond _ , , ociety of Women Engineers, imate Network,
domi F? hi Yo bey Financial #_Of par.tr_lersh|ps Womends Envir on rmémenaiCleaNtech wo

predominantly white Resources: with affinity groups and Sustainability, etc.)
environmental networks. membership and BIPOC Y, €tC.).

fees for affinity networks C. Q3 2023 - Institutionalize diverse hiring/interview panel.

groups/BIPOC .

networks or fees :Dk Qtz 2223 |thQ4 2023 - ShowcasebB_ItP/OC _st?ff w(?_o would

: ike to share their messages on website/social media.
for posting Hiring panel J
announcements
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Section 1: Hiring and Recruitment

1.5. Actively work to support and expand diversity in the local environmental field.

# of environmental
scholarships and
awards provided to
students

pipeline programs (i.e., SFPUC).

C. Q4 2021 - Q4 2022 - Expand on and raise awareness of
local scholarships, awards, partnerships with
teachers/schools to encourage students to explore
opportunities the environmental field.

ACTIONS RESOURCES INDICATORS TIMELINE IMPLEMENTATION STATUS LEAD

1.5.2. Expand relationships Staff Time: # of new Start A. Q4 2021- Q4 2022 - Partner with organizations such as | Not Started ENV-School

between Departments, schools, Range 3 partnerships with October the California Academy of Sciences, the Exploratorium, Education Team in

nonprofit organizations to create CBOs and 20211 Outdoor Afro, etc. collaboration with

diverse pipelines into the networks Complete i i ENV-Leadership,

environmental field. December B. Q3 2021 - Collaborate with D(_apartment aggnugs_to ENV-Managers, and
2022 learn about and apply best practices from their existing RESCU
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2. RETENTION AND PROMOTION

Our Workforce is Our Largest Asset. Retaining a strong workforce means supporting our employees holistically to ensure that they are affirmed, in and out of the office. A competitive salary,
inclusive benefits and opportunities for advancement ensure that our workforce can sustain themselves and their immediate family, and oftentimes, due to the wealth gap and the effects of
systemic racism, their extended families and friends. A clear and intentional path to promotion addresses barriers to upward mobility that systemically face underrepresented employees. Lastly,
acknowledging and responding to any potential inequitable impacts of the COVID-19 pandemic on frontline City workers will be essential.

The nationwide Green 2.0 report Leaking Talent: How People of Color are Pushed Out of Environmental Organizations found that people of color have lower intent to stay at environmental
organizations than their white colleagues. The study also found that people of color perceive lower levels of fairness in development, evaluation, and promotion practices.?! More information is
needed about fairness in retention and promotion practices at SFE. The DPO is currently conducting an analysis on promotions and will collaborate with the RE Core Team. Additionally, the RE
Core Team will work with the DPO on assessing SFE DSW deployments and will disaggregate data by race.

DEPARTMENT GOAL

Create internal and external pipelines to advance racial equity in the environmental field, develop systems to promote transparency and fairness in promotional processes, and work with
employees to assess employee work environment or conditions that may contribute to employee turnover.

2.1.1. Track deployment and the | DPO Time: Tracking Start A. Q120217 Q2 2021Request DHR DSW survey data for | Not Started ENV Admin Staff in
given functions of all DSW Range 1 mechanism January SFE employees who volunteered for DSW assignments. collaboration with
workers (frontline work and implemented 20217 DPO

remote work) deployed Complete B. Q2 20211 Q3 2021Assess SFE DSW deployments and

throughout the period, Staff Time: December disaggregate _d_ata_ by race/ethl_’licity, Iangua_ge sI_<iIIs, age,

disaggregated by race/ethnicity, Range 1 Demographic data 2024 gender, ClaSS:Iflcatl(?n, pay, Union, tenu_re with City, . DHR

age, gender, classification, pay, analyzed (ongoing as accommodatlons/_dlsabll|ty, type of assignment (frontline

union, tenure with the City, DSW needs | work vs non-frontline work), etc.

accommodations/disability, etc. persist)

Compare aforementioned
demographics of employees who
volunteered through the DHR
DSW survey with those who were
requested/deployed.??

21 Johnson, S.K. (2019). Leaking Talent: How People of Color are Pushed Out of Environmental Organizations. Green 2.0
22 Disaggregation is in line with Department of Human Resources standard (rule of 10 or less).
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2.1.2. Conduct internal budget DPO Time: Budget analysis Start A. Q120217 Q2 2021 - Conduct budget analysis using the | Not Started ENV-Leadership in
analysis with racial equity lens Range 1 completed January vulnerable populations template provided by ORE, or other consultation with
and DSW data, to inform current . 20211 budget tools provided. DPO
and future staffing needs. Strategies Complete _
Develop strategies to prevent Staff Time: developed and December | B. Q3 2021 - RE Core Team to work with Administration to ENV-Finance
inequities in layoffs and furloughs. | Range 1 published 2024 discuss the development of equitable criteria for exempt Director
employees in the event of layoff or furloughs.
2.1.3. Ensure that frontline DSW DHR PPE access Start A. On-going Work with Centralized Command Center In Progress | Centralized
workers have access to protocol established | January (CCC) to ensure DSW workers have access to necessary Command Center
necessary PPE to complete their 20217 PPE.
job function, including, but not DPO Time: DSW workers have | complete _ ' '
limited to, masks, gloves, gowns, [ Range 1 an increased December B. Q2 2021Conduct interviews with deployed employees to ENV-Admin Staff in
and access to hand washing and awareness of PPE | 5074 ensure that they feel safe and collect feedback on areas for collaboration with
Refif i access protocol ; .
sanitizing materials. (ongoing as | improvement. DPO
) DSW needs
Staff Time: perSiSt)
Range 1
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2.1.4. Offer and clarify additional | DPO Time: Compensation, paid | Start A. Complete - Previously, DSW workers receive 8 extra In Progress | DHR
benefits for compensation, paid Range 1 sick leave, and flex | January floating holiday hours for every 40 hours of DSW work
sick leave, and flex time for time benefits 202117 onsite (not including DSW telecommuting assignments) for
deployed workers. assessed and Complete a maximum of 80 hours. This benefit ended on October 31, DPO in collaboration
Staff Time easily accessed December 2020. Employees were notified about this benefit and SFE with ENV-Payroll
Range 1 Increased 2024 trz_acked tho§e hours for all DSW workers since March 2020 and Personnel
employee with a special payroll code. Coordinator
awareness of B. Q1 2021 - Employees personal schedules and leave
additional benefits schedules are accommodated when considering DSW
assignments and allowing for flex time.
C. On- going Currently there are no additional benefits for
deployed workers. DHR or Union MOU amendment needed
to provide additional benefits. SFE will continue to update
employees on new benefits, as they are rolled out by DHR.
2.1.5. Consider DSW caretaking DPO Time: Caretaking and Start A. Ongoing DPO provides form for DSW assignment In Progress | DPO in collaboration
and safe transportation Range 1 safe transportation | January exemptions and reviews on a case-by-case basis. Existing with ENV-
constraints when making sections included in | 2021 i DSW deployment procedure takes into consideration an Leadership
assignments to avoid additionally DSW deployment Complete employee's transportation and caretaking needs.
burdening workers. (e.qg., Staff Time: protocol December
graveyard shifts) Range 1 2024
(ongoing as
DSW needs
persist)
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2.2. Ensure salaries and benefits allow for a dignified livelihood, especially for people of color and women.

ACTIONS RESOURCES INDICATORS TIMELINE IMPLEMENTATION STATUS LEAD
2.2.1. Conduct annual internal DHR Pay inequities are Start July A. Q320217 Q4 2021 - Conduct research on Bay Area Not Started ENV-Leadership in
reviews of salary standards ) reduced and 202117 industry standards for various environmental field positions. collaboration with
against industry standards to Staff Time: aligned annually Complete . . . DPO
ensure parity. Range 1 after salary datais | December B. Q_4 20211 QZ 2_022 - Work with Unions and DHR to .
o reviewed 2022 obtain and review industry standards data. ENV-Climate and
DPO Time: ’ i inabili
C. Q3202271 Q4 2022 - Conduct wage analysis by race, Sustainability
Range 1 classification, and gender. Analyst
DHR
2.2.2. Conduct annual internal DPO Time: Benefits provided Start A. Q4 2021- Q2 2022 - Review policies established by SFE | Not Started DPO in collaboration
reviews of the parity of Range 1 are annually October for parity. with ENV Payroll
department benefits, reviewing improved 202171 . . I and Personnel
and enhancing existing policies. Complete B. Q220221 Q4 2022 - Review existing departmental Coordinator and
(e.g. parental leave policy, short- | staff Time: December benef_lts, mqlud_lng those establlshed by the Clt_y, for parity. RESCU
term disability, etc.) ' 2022 Consider criteria for approval and implementation practices;
Range 1 develop recommendations for enhancements. Policies may
include:
1 Leave Policies
9 Flexible Work Schedules, including 9/80 schedule
1 Telecommuting
1 Short-term Disability
9 Other policies as identified by RESCU or staff
2.2.3. Review the paid time off DPO Time: PTO policy is Start A. Q1 2022 - Review existing leave policy to ensure it Not Started DPO in consultation
(PTO) policy annually and Range 1 annually improved | January values all religious and cultural holidays. with ENV-
enhance it to value all religious ) 20221 . Leadership
and cultural holidays. # of s_taff taking Complete B. Q2 2022_| Q4 2022 - Update all staff about any changes
PTO increases December to leave policy and update SFE Employee Manual
2022 accordingly.
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Section 2: Retention and Promotion

2.3. Create paths to promotion that are transparent and work to advance equity.

C. Q3 2022 - Develop a plan for supervisors to convey this
information with their employees during performance
evaluations.

D. Q4 2022 - Identify more advanced work/assignments or
projectsconsi st ent with anthatarer
line with employee promotional opportunities. Label level of
work/assignments and make clear and available.

E. Q4 2022 - Provide criteria for raises for job
classifications with extended salary ranges and MCCP
classifications and provide data and assessment of
promotional appointments for all classes, via an All Staff
meeting and All Staff email.

ACTIONS RESOURCES INDICATORS TIMELINE IMPLEMENTATION STATUS LEAD
2.3.1. Determine standard factors | DPO Time: Increase in Start July A. Q4 2021 - -Assess promotional appointments by race, Not Started DPO in collaboration
considered for raises and Range 2 knowledge about 20217 type of appointment (such as PCS or exempt), and whether with ENV-
promotions. Make this raises and Complete appointments are conducted by public announcement. Leadership, ENV-
information available to staff. promotions December B. Q120221 Q2 2022 - Develop criteria and performance Managers, ENV
. i - Dev iteri
Staff Time: 2022 benchmarks that could help an gmplo ? Payroll and
yee qualify for a Personnel
Range 2 promotion or an opportunity for an acting assignment in a Coordinator. and RE
higher classification, should a position become available. Core Team ’
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Section 2: Retention and Promotion

2.3. Create paths to promotion that are transparent and work to advance equity.

process for
acting/interim staff

years.

ACTIONS RESOURCES INDICATORS TIMELINE IMPLEMENTATION STATUS LEAD
2.3.2. Develop a formal and DPO Time: Increase in staff Start July A. Q1202271 Q3 2022 - Review program's track record, Not Started DPO in collaboration
transparent process for raises Range 3 feedback about 202117 traditions, and practices of previous hires and route to with ENV-
and promotions. promotion and raise | Complete Senior level positions. Leadership, ENV-
process December , , Managers, ENV
Staff Time: 2022 B. Q4 2021 - Assess promotional appointments by race, Payroll and
type of appointment (such as PCS or exempt), and whether Personnel
Range 2 appointments are conducted by public announcement. Coordinator, and RE
C. Q4 2021 - Assess average hourly wage increase per Core Team
year of City employment disaggregated by race to identify
disparities in promotions.
D. Q4 2022 - Develop criteria for approving extended range
for 5644s
E. Q3 20211 ongoing - Announce all promotions at All Staff
Meetings and provide annual data on non-step increase
salary adjustments (raises).
2.3.3. Develop a process for DPO Time: Acting/interim staff | Start A. Q1202271 Q2 2022 - Develop criteria for selecting staff | Not Started ENV Managers in
facting/interi mo]Rangel process included in | January for acting assignment opportunities or interim roles. collaboration with
working these roles for extended internal policies and | 2022 i i ) L DPO
periods of time without processes Complete B. Q3_2022 —_Develop transmon_plan, mcludmg timeline, for
compensation. Staff Time: December all acting assignment roles and inform impacted employee. ENV-Payroll and
Increased 2022 i , i Personnel
Range 1 awareness of C. Q4 2022 - Review all acting assignment roles every two Coordinator
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2.3. Create paths to promotion that are transparent and work to advance equity.

C. Q120221 Q1 2023 - Work with Unions to evaluate
extended ranges for classifications that result in stagnation.

ACTIONS RESOURCES INDICATORS TIMELINE IMPLEMENTATION STATUS LEAD
2.3.4. Internally investigate key DPO Time: Reversal of Start April A. Q220217 Q3 2021 - Evaluate classifications with lack of | In Progress | DPO in collaboration
classifications |Rangel diversity drop-offs 202117 employee diversity. with RESCU
of fso in employe in 182x Complete . . .
as Administrative Analyst Series classifications December B. Q1202271 Q1 2023 - Develop strategies and training
(182X series). Set forth Staff Time: and/or other SFE 2022 opportunities for employ_ees in Iowe_r_clafssmcatlons to
strategies and training Range 2 classifications with achieve mobility to the higher classifications.
opportunities to support employee drop-offs in C. Q32022 Q4 2022 - Integrate recommendations from
development to achieve mobility. diversity Citywide workgroup on Effective Outreach, Recruitment,
andHiring i nt o SFEOGs i mpl ement a

2.3.5. Reuvisit classifications that DPO Time: Il dent i fy i Start April A. Q320217 Q4 2021 - Evaluate positions where Not Started ENV-Managers in
fdead endo empl o] Rangel classification and 20217 employees have been stagnant at the top step for at least 5 collaboration with
a clear upward path for continued revise Complete years. DPO
employment opportunities with December . i L
the City. o 2022 B. Ql_ _202_2 I Q32022 - Develop a list of Cltyv_wde

Staff Time: classifications that these employees may qualify for.

Range 1 DHR
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2.4. Ensure staff receive Bilingual Pay, and are compensated for work performed beyond scope of their position.
ACTIONS RESOURCES INDICATORS TIMELINE IMPLEMENTATION STATUS LEAD
2.4.1. Assess need to Staff Time: # of bilingual staff Start A. Q1 2022 - Assess positions at SFE where language In Progress | ENV-Payroll and
compensate bilingual staff. Range 1 enrolled in Bilingual | January skills are required or necessary. Personnel Officer in
i Pay Program 20221 i . collaboration with
P DPO Time: . Complete B. Q1 20%3 - Review current access to DHR Bilingual Pay DPO and ENV-
Q Range 1 # of job December Program. Leadership
_ . announcements 2022 . _
FlnanC|aI.. including C. Q220221 Q.B 2022 - Standardize procedures for staff to
Increase in information access DHR Bilingual Pay Program.
Eil:i(rj]ggigogay regarding bilingual D. Q4 2022 - Include information about DHR Bilingual Pay
based on pay P.r.ogram |n'job announcement for positions requiring
assessment bilingual skills.
2.4.2. Engage with staff to identify | Staff Time: Inclusion of Start A. Q4 202171 Include question about work performed Not Started RESCU in
work beyond scope of their Range 1 guestions in staff October beyond job scope in staff survey collaboration with
position. i survey 20211 . . . DPO
DPO Time: Complete B. Q1 20221 Q4 2022 Identify strategies to address work
Range 2 December beyond scope of positions, recognize or compensate staff,
) , and align job duties, including providing the opportunity for
Financial: 2022 ; ; .
. more advanced work/assignments or projects consistent
Addltlonal_ with an employeebds job cl as
compensation goals.
for work beyond
scope of
position

2 SEIU and IFPTE MOUs currently provide $60 per pay period - $1,560 annually per employee.
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2.5. Identify and address conditions that may impact employee retention.

Consultant to
conduct stay
interviews,
conduct
analysis, and
provide
recommend-
dations

disaggregated by
race compared
annually

questions and practices across all positions.

C. Q1 202371 Analyze results of employee stay and exit
interviews, disaggregated by race.

D. Q2 20237 Q4 2023 - Develop strategies based on
findings.

ACTIONS RESOURCES INDICATORS TIMELINE IMPLEMENTATION STATUS LEAD
2.5.1. Institutionalize employee Staff Time: # of stay and exit Start April A. Q2 20221 Assess current practices for stay and exit In Progress | ENV-RESCU in
stay and exit interviews. Range 1 interviews 20221 interviews, including opportunities for staff to provide collaboration with
. completed Complete anonymous feedback (see 4.1.4). Integrate questions DPO

DPO Time: i : ) ) .

7 /F December specific to racial equity and inclusion.

Q Range 2 2023

) ) ) B. Q320217 Q4 20221 Standardize and institutionalize
Financial: Interview data
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Section 3: Discipline and Separation

3. DISCIPLINE AND SEPARATION

The Path to Termination is Filled with Bias. Managerial practices that surround employee evaluation, monitoring, warning, suspensions, and termination must be applied equally. Employees of
color, especially Black and Latinx employees, receive extra scrutiny from supervisors leading to worse performance reviews, missed promotion opportunities, and, oftentimes, termination.?* This
additional scrutiny is a result of a biased feedback loop in which Black and Latinx employees are often seen as less skilled because of consistent or prolonged unemployment. This cycle must be
stopped. Higher rates of corrective action and discipline negatively impacts a department/ s ability to successfully recruit, retain, and engage employees of color, specifically Black and Latinx
employees.?® Thus, supervisors should be aware of their own biases, evaluations and reviews must be standardized, and, most importantly, managers should always center the needs of their
employees. Job expectations should be reasonable, clear, and gladly supplemented with opportunities for upskilling.

Preliminary analysis indicates that 42% of SFE staff are in Permanent Civil Service (PCS) positions. There are greater protections for PCS employees. Termination must be for cause (e.g., poor
performance, misconduct) for PCS employees. Prior to termination, PCS employees are entitled to notice their discharge is being considered, and an opportunity to respond prior to a final
decision. In most instances, at-will, probationary, temporary exempt, and some provisional employees may be terminated for no reason or any reason not prohibited by law.?¢ Further analysis is
needed to understand the racial equity implications of position type at SFE. The DPO is currently conducting a workforce analysis and will collaborate with the RE Core Team.

DEPARTMENT GOAL

Institutionalize equitable discipline and separation practices that create parity between PCS and exempt classifications and create transparency in management expectations and best practices

for both managers and staff.

3.1. Create a clear, equitable, and accountable protocol for disciplinary actions.

accountability in
disciplinary actions

ACTIONS RESOURCES INDICATORS TIMELINE IMPLEMENTATION STATUS LEAD

3.1.1. Track disciplinary actions DPO Time: Create tracking Start A. Completed - Disciplinary data is tracked and analyzed, | Completed DPO in

and analyze subsequent Range 1 mechanism January including for disparate impact on staff of color. collaboration with

disaggregated data. Pay special 20241 B. Q1202471 Q4 2025 - Leadership and Managers to ENV-Payroll and

attention to data pointing to Analyze data Complete review discipline analysis on annual basis. Personnel

biases against staff of color. Staff Time: annually December Coordinator
Range 1 Increase 2025 ENV-Leadership

ENV-Managers

24 Gillian White, Black Workers Really Do Need to Be Twice as Good, The Atlantic (Oct. 7, 2015) https://www.theatlantic.com/business/archive/2015/10/why-black-workers-really-do-need-to-be-twice-as-good/409276/
25 Department of Human Resources, CCSF, 2020 Annual Workforce Report, Phase | 11 (Mar. 2020)
26 San Francisco Department of Human Resources Employee Handbook, page 20
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Section 3: Discipline and Separation

3.1. Create a clear, equitable, and accountable protocol for disciplinary actions.

training fees?’

separation, provide an explanation to the employee
regarding the cause of separation.

ACTIONS RESOURCES INDICATORS TIMELINE IMPLEMENTATION STATUS LEAD
3.1.2. Track all types of DPO Time: Create tracking Start A. Q1 20247 Q4 2024Create a process to track In Progress DPO in
separations and analyze o mechanism January separations. collaboration with
subsequent disaggregated data. | Staff Time: 2024 i . , ENV-Payroll and
Pay special attention to data Range 1 Analyze data Complete B_. Q1 202_5 I Q2 2025Analyze separation data for Personnel
pointing to biases against staff of annually December disparate impact on staff of color. Coordinator
color. 2025 C. Q320257 Q4 2025 Leadership and Managers to review ENV-Leadership
separation analysis annually.
ENV-Managers
3.1.3. Train supervisors on bias DPO Time: # of trainings Start A. Q1 202471 Q2 2024 - Enroll supervisors who have not In Progress | DPO in collaboration
and equitable and compassionate | Range 1 completed annually | January yet taken DHR 24-Plus training. with ENV-
discipline and separation. 20247 . L Leadership and
Complete B Q3 2024 i Q4 2_0_24 - Dep_artment d|SC|p_I|n_e protocol ENV-Managers
o December implementation training provided by SFE via in-person and
Staff Time: 2025 written document shared with all staff (also shared with new
Range 2 staff via onboarding and employee manual). DHR
C. Q120257 Q2 2025 - Conduct annual refresher trainings
Financial for supervisors on equitable discipline and separation.
Resources: - ;
D. Q3 202571 Q4 2025 - For exempt employees undergoin
DHR 24-Plus Q Q P oy going

27 DHR 24-Plus Training fees are currently $1,100 per employee.
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3.1. Create a clear, equitable, and accountable protocol for disciplinary actions.

work performance and meeting work behavior expectations.

C. Q3202571 Q4 2025 - Create a system where disciplinary
actions and corrective actions are always documented and
employees subject to disciplinary action are made aware.

ACTIONS RESOURCES INDICATORS TIMELINE IMPLEMENTATION STATUS LEAD
3.1.4. Implement alternative DPO Time: Human resources Start A. Work with DHR to integrate recommendations from Not Started DPO in collaboration
dispute resolution opportunities, Range 1 trained on January Citywide workgroup on Development of Mediation Program with ENV Managers
such as mediation, to resolve alternative dispute 202517 into SFEO6s i mplementation p
interpersonal issues, thus resolution Complete
reducing the need for separation | giaff Time: December
or traditional disciplinary Range 1 2025
measures. Encourageaf s ¢ a |
backd discipline
3.1.5. Standardize discipline DPO Time: Reduction of racial | Start A. Q1 20247 Q3 2024 - Integrate recommendations from Not Started DPO in collaboration
procedures and corrective actions | Range 1 disparities in January Citywide workgroup on Standardization of Discipline with ENV Managers
to ensure that all employees disciplinary actions | 2024 i Procedure/Policy into .SFEO6s
receive the same level of Complete .
discipline for a particular policy. Staff Time: December B. Q4 20247 Q2 2025 - Create a system where all ,

Range 1 2025 employees receive feedback from their supervisors on their

ge

43




San Francisco Department of the Environment Racial Equity Action Plan, Version 1. Last updated 12/30/2020

Section 3: Discipline and Separation

3.2. Create transparency in the separation process.

announcements/emails

comparison with
total number of
separations

Complete
December
2025

(ongoing)

involuntary.

ACTIONS RESOURCES INDICATORS TIMELINE IMPLEMENTATION STATUS LEAD
3.2.1. Implement standardized Staff Time: # of separations Start January | A. Q1 20217 Onward - Leadership sends All Staff email to | Not Started ENV-Leadership
all-staff separation Range 1 announced in 20217 announce all separations, whether voluntary or

3.3. Improve institutional equity and support Citywide efforts to address disparities related to classification type.

Committees to improve protections for exempt
positions.

C. Q2202271 Q32024 - Work with Union Racial Equity

ACTIONS RESOURCES INDICATORS TIMELINE IMPLEMENTATION STATUS LEAD
3.3.1. Work with Unions to Staff Time: # of positions Start January | A. Q120227 Q2 2023 - Assess current exempt In Progress | ENV-Leadership in
convert exempt positions to Range 2 converted to PCS | 20227 positions and determine positions that should be collaboration with
Permanent Civil Service (PCS). , Complete converted to PCS. DPO and Unions

DPO Time: December B. Q320231 Q4 2025 - Work with Unions to convert

Q Range 3 2025 exempt positions identified in analysis.

3.3.2. Work with Citywide Staff Time: Improved Start April A. Q2202271 Q4 2022 - Work with Citywide workgroups | Not Started RE Core Team in
workgroups to improve Range 2 protections for 20227 to assess practices, procedures, and policies that collaboration with
protections for exempt exempt positions Complete July differ between exempt and PCS classification types. DPO
employees. 2024 B. Q1202371 Q42023-1 dentify strate

DPO Time: purview to establish similar protections for exempt

: employees.
Range 2
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3.4. Create transparency in management expectations for work performance and work conduct and best practices for both managers and staff.
ACTIONS RESOURCES | INDICATORS TIMELINE | IMPLEMENTATION STATUS LEAD
3.4.1. Standardize and clearly Staff Time: # of managers Start A. Q220247 Q32024 Createfi St af f Ma n a g ¢ Not Started RESCU in
communicate staff management | Range 1 incorporating best | January Practicesoandi Wor k Per f or mance 4 collaboration with
procedures and expectations to _ practices 2024 7 Expectationsodocuments. DPO, ENV-
managers and staff on DPO Time: Complete Q320241 Q4 2024 -Require all new staff to review and Leadership, and
department protocols. Range 2 # of performance December sign-off during department New Employee Orientation ENV Payroll and
Financial reviews completed 2024 and all existing s_taff to review and discuss during Personnel Officer
_ performance reviews.
@ Resources: 24- | Staff perceptions . Q42024-1 nclude managerso inc
Plus training about fairness in practices such as coaching employees, one on one
costs for all management, as meetings, and completion of performance reviews in
supervisors who [ indicated in surveys their performance evaluations.
have not taken
training?®

28 DHR 24-Plus Training fees are currently $1,100 per employee.
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4. DIVERSE AND EQUITABLE LEADERSHIP

An Equitable Workplace Starts with Diverse Leadership. Fostering an organizational culture of inclusion and belonging means seeing oneself in every aspect of the workplace. When white men
make up 85% of all senior executive and board members in America, it is difficult to imagine how women and people of color can see themselves in a leadership position.?° In general, a
department/ s leadership determines multiple aspects of the workforce, who gets hired, where the money goes, what projects are greenlit. Thus, it is more likely that a diverse leadership that
carries shared values with their staff, will better uplift the staff. In fact, all employees, both white and employees of color, benefit from a people of color-led department.*® Even the community will
benefit because a diverse leadership will be better connected with the community, thus being able to create far more robust and innovative ways to support them.

Eighty SFE employees completed a racial equity survey in fall 2019, comprised of 41 staff of color, 33 white staff, and six who preferred not to answer. A dozen survey respondents submitted
comments about the lack of racial diversity in management. Sixty-six percent of staff of color indicated needing greater support from management to become more involved in racial equity at
SFE, compared to 42% of white staff. Twenty-two percent of staff of color responded that they did not feel comfortable talking about race with supervisors and managers, compared to 9% of
white staff. The staff survey is described in detail in Appendix B.

DEPARTMENT GOAL

Create an inclusive, diverse, and equitable management team, in which leadership is culturally competent, and power and decision-making are shared across the range of employment levels.

4.1. Commit to developing a diverse and equitable leadership that will foster a culture of inclusion and belonging.

and Hiring integrated into SFE Hiring and Recruitment
Policy.

C. Q1 2023 - Q1 2024 -Develop SFE Hiring and
Recruitment Policy, vetted by RESCU.

D. Q1 2024 - Policy implemented for hiring in leadership
positions.

ACTIONS RESOURCES INDICATORS TIMELINE IMPLEMENTATION STATUS LEAD
4.1.1. Adhere to a hiring and DPO Time: % increase in Start July A. Q320217 Q4 2021 - Identify key findings from staff Not Started DPO in collaboration
recruitment policy that generally Range 1 diverse leadership | 20217 survey and barriers assessment to include in SFE Hiring with Core Team
aligns with the citywide racial Complete and Recruitment Policy.
equity framework and the March 2024 B. Q1 20227 Q4 2022 - Recommendations issued from RESCY
departmental RE Action Plan. I : ! - 10Ns 1Ssu

. gtaff T|r2ne. Citywide workgroup on Effective Outreach, Recruitment, ENV Managers

ange

ENV Leadership

29 Laura Morgan Roberts & Anthony J. Mayo, Toward a Racially Just Workplace, Harvard Business Review (2019) https://hbr.org/cover-story/2019/11/toward-a-racially-just-workplace.
30 Race to Lead, Race to Lead Revisited: Obstacles and Opportunities in Addressing the Nonprofit Racial Leadership Gap.
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4.1. Commit to developing a diverse and equitable leadership that will foster a culture of inclusion and belonging.

ACTIONS RESOURCES INDICATORS TIMELINE IMPLEMENTATION STATUS LEAD
4.1.2. Commit to ongoing racial Staff Time: # of training & Start A. Q1202271 Q2 2022 - Ongoing - Institutionalize In Progress | RE Core Team
equity training and development Range 1/year development January discussions of racial equity at Senior Staff meetings. ENV-Leadership
for leadership. completed by 20221 . . ) )
leadership per Complete B. Q3 202_2 I Q4 2022 - Require ongoing educ_atlon about ENV-Managers
Financial: Racial | auarter December ga:mal equity and management for diverse and inclusive RESCU
. . 2022 ganizations.
equity trainings | o4 staff feel
supervisors and C. Ongoing - Create opportunities for Leadership to share
leadership are how they apply racial equity to work.
respectful and
culturally
competent,
disaggregated by
race
4.1.3. Incorporate senior DPO Time: Senior leadership Start A. Complete - Compile senior staff demographics to include | In Progress | DPO in collaboration
leadership demographics in the Range 1 demographic September in Racial Equity Action Plan. with ENV-
department annual report and/or ) included in the 202117 ) . Leadership and
other public-facing reporting. Staff Time: department annual | Complete B. Q32021 - Policy Staff to incorporate workforce ENV-Policy Team
Range 1 report December demographic data into Commission on the Environment
2022 Annual Report.
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4.1. Commit to developing a diverse and equitable leadership that will foster a culture of inclusion and belonging.

provide work balance for core
racial equity team.

# of staff who have
racial equity items
that are closely
linked to their
goals/tasks/assign
ments and not just
related to trainings
and learning

C. Q1 2022 - All Staff incorporate racial equity outcomes
tied to Racial Equity Action Plan implementation into
PPARs.

ACTIONS RESOURCES INDICATORS TIMELINE IMPLEMENTATION STATUS LEAD
4.1.4. Implement a simple Staff Time: % of staff is aware | Start July A. Q3202271 Q4 2022 - Research potential platforms and Not Started DPO in collaboration
process to submit anonymous Range 1 of the process 20221 cost. with RE Core Team,
input to senior leadership. Complete . , ENV Leadership,
Develop a plan to respond to July 2023 B. Q120231 Q2 2023 - Senior Staff develops plan to and ENV Managers
such input.3. respond to input, consults with RE Core Team.

C. Q3202371 Q4 2023 - Implement pilot project.

D. Q4 202371 Roll out for all staff.
4.1.5. Complete a workload Staff time: Completed report Start A. Q1 2021- Complete workload analysis and identify Not Started ENV-Leadership in
analysis on the Racial Equity and suggested January resource gaps. collaboration with
Action Plan to ensure adequate Range 3 changes to secure | 2021 i B. Q2 2021- Q120221 Leadership to develop plan to RE Leaders
resources and staff are available long-term resources | Complete secure additional long-term resources and reallocate
to operationalize work and March 2022 existing resources to support implementation. ENV Managers

3! Department management will need to review all responses to see whether any of them qualify as EEO complaints.
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of all staff are reflected.

4.2. Require ongoing education/training around cultural competency for leadership and managers and institutionalize decision-making processes that ensure the voices

ACTIONS RESOURCES INDICATORS TIMELINE IMPLEMENTATION STATUS LEAD
4.2.1. Establish a process for Staff Time: Improved Start July A. Q3 2021- Q2 2022 - Create a process for managers to | Not started RESCU in
managers and leadership to Range 2 perception of 20211 accompany staff during field visits. collaboration with
shadow staff in the field to managemen { Complete B. Q320221 Managers report on learnings from field ENV-Leadership
understand on-the-ground issues. understanding of December visits during Senior Staff and Team meetings.
on-the-ground 2025 (on-
Q issues going)
Increased
awareness of on-
the-ground issues
4.2.2. Implement 360-degree Staff Time: # of staff who Start A. Q1 2022- Q2 2022 - Develop scope of work for Not started RESCU in
reviews for leadership and Range 1 participate in giving | December contractor to administer 360 review process. collaboration with
managers, with a focus on how feedback 2022 i B. Q3 2023- Q4 2023 - Secure contractor with experience DPO, ENV-
they are performing on equity, DPO: Range Complete in equity, inclusion, and cultural competency to Leadership, and
inclusion, and cultural Lannually December c gdszlglzsjregfg(;;\zilev\\;v%rricgizé v with contractor o Contractor
competency. Financial: # of managers who 2025 (on- craft questions specific to RE an()j/ inclusion.
Consultant to receive feedback | 90IN9) D. Q420247 Q2 2025 - Contractor to begin process and
administer provide feedback to managers.
surveys and
provide # of 360 reviews
feedback to completed
managers
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of all staff are reflected.

4.2. Require ongoing education/training around cultural competency for leadership and managers and institutionalize decision-making processes that ensure the voices

policies address
racial inequities

Additional
indicators TBD

ACTIONS RESOURCES INDICATORS TIMELINE IMPLEMENTATION STATUS LEAD

4.2.3. Develop systems to ensure | Staff Time: # of staff Start July A. Q320217 Conduct power analysis for policies to Not Started RESCU in

those impacted by internal Range 1 responding 20211 ensure shared influence in decision-making. collaboration with

policies and those implementing positively Complete B. Q32021 - Include questions about feeling included and DPO, ENV-

external policies are consulted in _ December ability to participate in decision-making in exit and stay Leadership, and

decision-making. DPO: Range 1 Perception of staff | 5055 (on- interviews (see 2.5.1). ENV-Program staff
that internal going)
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5. MOBILITY AND PROFESSIONAL DEVELOPMENT

When an Empl oyeebds Needs ar e Me tOurCiyavoridorce should eentér the reeeds cheunemplayeed i erdes to do that, it is important to recognize having both
the hard and soft skills needed to perform certain tasks is a form of privilege. It is equally important to realize that employees of color are more likely to repeatedly prove their capabilities rather
than being evaluated by their expected potential.®? By intentionally investing in the specific professional development of each staff, the department can uplift an employee/" s journey to
developing new skills rather than scrutinizing for a lack of skills. In essence, professional development through mentorship, training, and workshops create an internal pipeline retaining
employees to one day fulfill leadership positions.

The nationwide Green 2.0 report Leaking Talent: How People of Color are Pushed Out of Environmental Organizations found that people of color have lower intent to stay at environmental
organizations than their white colleagues. The study also found that people of color perceive lower levels of fairness in development, evaluation, and promotion practices. One of the key findings
of the study was that increasing professional development opportunities was positively related to employee perceived fairness and intent to stay.3?

DEPARTMENT GOAL
Centering experiences of BIPOC staff, invest resources and establish transparent and equitable practices to ensure individualized staff growth in line with staff's career path and personal
development goals.

2 Evelyn Carter, Restructure Your Organization to Actually Advance Racial Justice, Harvard Business Review (Jun. 22, 2020) https://hbr.org/2020/06/restructure-your-organization-to-actually-advance-racial-justice.
33 Johnson, S.K. (2019). Leaking Talent: How People of Color are Pushed Out of Environmental Organizations. Green 2.0
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5.1.1. Require formal training for
all staff regardless of full/part-time
status or seniority.

Staff Time:
Range 2

Financial:
Increase in
budget for
training

# of available
professional
development
opportunity

# of completed
training

Start
January
20231
Complete
December
2024

A. Q1 202371 Q2 2023 - Develop a transparent and
accessible tracking system to assess and analyze
department wide data on trainings attended by staff.

B. Q3202371 Q4 2023 - Analyzeeachpr ogr am ar
budgeting, including funding source and ability to use funds
for training and professional development.

C. Q120247 Q2 2024 - Inform employees regarding City &
Union negotiated educational development programs (for
example, the SEIU's Work training program, Local 21
Tuition Reimbursement) and ensure staff can use these
funds to prepare for career advancement.

D. Q3 20247 Q4 2024 - Create a guideline packet that
includes professional development opportunities and
equitable procedures.

In Progress

RESCU
ENV-Administration
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5.1.2. Formalize a process for
staff to attend conferences. Make
clear processes and protocols for
reimbursement, stipends, and
payments.

Staff Time:
Range 2

Financial: Travel
Budget

# of attended,
external
conferences

Start
January
20231
Complete
December
2024

A. Q1 202371 Q2 2023 - Assess and analyze department
wide data on conference attendance by classification and
geographic location.

B. Q2 20231 Q3 2023 - Analyze each program area/ t e a
budgeting, funding from the department for conferences.

C. Q3202371 Q4 2023 - Inform employees regarding City &
Union negotiated educational development programs (for
example, the SEIU's Work training program, Local 21
Tuition Reimbursement) and ensure staff can use these
funds to prepare for career advancement.

D. Q4 20237 Q1 2024 - Have a transparent and accessible
tracking system of conferences attended.

E. Q1 20241 Q2 2024 - Create a guideline packet that
includes professional development opportunities and
equitable procedures.

F. Q2 20247 Q4 2024 - Create a rotating travel fund that
supports employeesdattendance to conferences.

Not Started

RESCU
ENV-Administration
ENV Leadership
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opportunities.

5.1.3. Offer opportunities for Staff Time: # of staff enrolling Start A. Q1202371 Q2 2023 - RESCU to assess if more support | Not Started RESCU
continual and extended learning. | Range 1/year and completing January needed to lead professional development actions. )
Include in the annual budget. extended learning | 2023 i § _ ENV-Leadership
_ Complete B. Q_l 20237 Q2 2023 - Create a tracking system on ENV-Administrati
o $ dedicated to December | funding and attendance. -Administration
FlnanCl.aI. extended Iearning 2024 . ENV-Managers
professional annually C. Q2 20231 Q3 2023 - Create a central hub to share g
development resources and training opportunities that are accessible to
budget all staff, including learning opportunities across different
program areas at SFE, and across different CCSF
Departments.
D. Q3 20237 Q3 2023 - Program Managers inform staff
about funding available for professional development and
have supervisors work with staff to include professional
development and succession planning objectives in their
PPARs.
F. Q3202371 Q4 2023 - Inform employees regarding City &
Union negotiated educational development programs (for
example, the SEIU's Work training program, Local 21
Tuition Reimbursement) and ensure staff can use these
funds to prepare for career advancement.
5.1.4. Encourage participation in | Staff Time: # of staff Start A. Q120237 Q2 2023 - Supervisors work with staff to Not Started ENV-Managers
professional development by Range 1/year participating in January include professional development objectives in their
sharing external opportunities that | _ i outside events or 20231 PPARs, including %FTE spent on professional
are related to t|Financial opportunities Complete development, including racial equity and environmental-
missions and goals. Provide professional March 2023 | specific opportunities, as well as general career building.
financial support for paid development
budget
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5.1.5. Track professional and skill
development and assess
annually, specifically looking to
target underrepresented staff of
color.

Staff Time:
Range 2

Adopt a tracking
system, analyze
annually

# of staff of color
who feel they have
access to
professional
development

% Stalff feel
equipped to
address racial
equity at work

Start
January
20231
Complete
March 2024

A. Q1 20237 Q2 2023 - Research and create a tracking
system.

B. Q2 20231 Q3 2023 - Create a central hub to share
resources and training opportunities that are accessible to
all staff, targeting underrepresented staff of color.

C. Q3202371 Q1 2024 - Implement professional
development trainings appropriate for each classification
and accessible to all in that classification.

D. Q1 2024 - Identify programmatic areas where staff of
color are underrepresented, and identify or develop
learning opportunities accordingly, including training on
legislation to support action 6.5.2. Staff self-assess their
needs for professional and skill development and
participate accordingly.

Not Started

RESCU

ENV-Administration
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5.2. Encourage collaboration between staff and supervisors that are consistent and thoughtful.

C. Q3202571 Q4 2025 - Identify specific milestones and
goals mentees/mentors should take to achieve a successful
partnership and develop interdepartmental and
intradepartmental program to promote knowledge sharing.

D. Q4 2025 - Offer opportunities for staff to offer or
showcase skills to mentees.

ACTIONS RESOURCES INDICATORS TIMELINE IMPLEMENTATION PLAN STATUS LEAD
5.2.1. Develop an annual Staff Time: Bi-annual Start A. Q1 202371 Q2 2023 - Standardize evaluation review In Progress | DPO
performance evaluation for all Range 2 performance January across all programs and teams, including use of
staff, part-time and full-time. evaluation program | 2023 i transparent performance benchmarks. ENV-Managers
Highlight advancement to all staff Complete . ) .
opportunities. DPO Time: October B._ QZ 20231 Q3 2023 - Identify advancement opportunities ENV-Leadership
2025 within the department.
Range 2
C. Q320231 Q4 2024 - Include an advancement
opportunity section in PPARSs.
D. Q120257 Q2 2025 - Conduct interviews with
supervisors to understand impediments to timely reviews.
E. Q2 202571 Q3 2025 - Engage with staff and include
resources on effective and relevant methods for reviews
that could advance racial equity.
5.2.2. Create a mentorship Staff Time: # of mentorship Start A. Q120257 Q2 2025 - Develop mentorship program and | Not Started RESCU
program between senior and Range 3 programs per year | January identify the structure, including mentor/mentee ratio, length
junior level staff. 202517 of program, application process, and mentorship format, ENV-Leadership
Complete depending on classification.
Financial: # of meetings per gggsember B. Q2 20251 Q3 2025 - Allow mentees to set a baseline of ENV-Managers
Mentor program cycle interests and career path and Require mentors attend
}[’;’gi%ig(’p or trainings and workshops on how to be an effective mentor.
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5.3. Ensure staff needs are centered and timely met in order to perform and excel at their jobs.

accommodation types available to them and departmental
procedures.

E. Q1 20251 Q2 2025 - Require additional training for
supervisors and senior staff about accessibility and
accommodations, such as through 24-Plus.

F. Q2 20257 Q3 2025 - Provide a clear and structured
process for any accommodation needs.

ACTIONS RESOURCES INDICATORS TIMELINE IMPLEMENTATION STATUS LEAD
5.3.1. Create a process where DPO Time: Process developed | Start A. Q120247 Q22024-Revi ew SFEOGs cur |InProgress DPO
staff can submit accommodation Range 1 0 January accommodation process and current process for non-
requests to the b of staff aware of | 54 medical requests. DHR
administration. The overall accommodation Complete ) . ENV-Payroll and
timeline process should be Staff Time: process October B. Q2 2024 Qf:f% 2024 - Ir;)clude r(3uehst|onsf|fn annual f Personnel
transparent and easily accessible. Range 1 4 of 2025 anonymous staff survey about whether staff are aware o Coordinator
. accommodations procedures, what types of
accommodations accommodations they feel are needed and whether they ENV-Managers
made increased feel needs are being met. Include similar questions for non-
Financial: medical requests.
accommodation i i
s relating to C. Q3202471 Q4 2024 - Consm!er feedback from staff
workspace survey to develop accommodation procedures that increase
materials, opportunity and pathways to provide staff with
layout, etc.; accommodations.
ergonomic D. Q4 20241 Q1 2025 - Train and educate staff on various
equipment

57




San Francisco Department of the Environment Racial Equity Action Plan, Version 1. Last updated 12/30/2020
Section 5: Mobility and Professional Development

5.3. Ensure staff needs are centered and timely met in order to perform and excel at their jobs.

E. Q3 2021- Determine what the functionality and
community rules of designated spaces would be.

ACTIONS RESOURCES INDICATORS TIMELINE IMPLEMENTATION STATUS LEAD
5.3.2. Incorporate an assessment | Staff Time: Accommodations Start A. Q120247 Q2 2024 - Work with DHR to integrate Not Started DPO
of staff needs into the staff Range 1/year discussed and January assessment of staff needs, including those unrelated to
performance evaluation process. recorded during bi- | 2024 i medical diagnoses, into performance evaluation process. DHR
annual performance | Complete RESCU

DPO Time: evaluation process | July 2024

Range 1/year
5.3.3. Assign spaces for staff to Staff Time: Improvement in Start A. Q120217 Q2 2021 - Work with Leadership to identify Not Started DPO
take breaks and/or be in Range 1 overall staff mental | January spaces in new office for staff wellness and cultural and )
community with one another (e.g., health, increase in | 2021 i religious practices. ENV-Leadership
department celebration, affinit staff feedback Complete ) ) ) fo ;

b Y | vty B. Q120217 Q2 2021 - Determine staff needs and identify ENV-Administration
groups). DPO Time: i i
public and/or private spaces for staff through
Range 1 workshops/focus groups/survey.
C. Q120211 Q2 2021- Discuss with staff interior decor and

Financial/ artwork for spaces. (Refer to 6.1.8)

Material: office D. Q2 20211 Q3 2021- Determine how to book/reserve

space and spaces (scheduling process through Outlook).

furnishings
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5.3. Ensure staff needs are centered and timely met in order to perform and excel at their jobs.

ACTIONS RESOURCES INDICATORS TIMELINE IMPLEMENTATION STATUS LEAD
5.3.4. Set up processes and open | Staff Time: Assessment Start A. Q120257 Q2 2025 - Assess department wide survey on | Not Started DPO
communication channels so Range 1 performed annually | January staff's needs. )
management is available to 2025 i B. 01 20251 Q2 2025 - Identi «related ENV-Leadership
respond t o nenmprk-o Complete ' I - ldentily non-work-reiate ENV-Administration
related needs that contribute to DPO Time: $ set aside for December acco_mmoda_tlons requiring funding and those that do not
overall work quality. Center the Range 1 accommodations 2025 require funding. ENV-Managers
most vulnerable individuals. (e.g. C. Q2 2025i Q3 2025 - Develop plan to offer staff
transportation stipends, exercise accommodations that do not require funding, such as
stipends, childcare, etc.) Financial Increase in staff alternative work schedules or telecommuting.
stipends, awareness of D. Q320251 Q4 2025 - Develop funding plan to offer
ggﬁgmmoda— accommodations accommodations that require funding.
E. Q4 2025 - Train supervisors to be aware of and address
staff needs and discuss with staff during check-ins and
performance evaluations.
5.3.5. Respect religious and Staff Time: Improvement in Start: A. Q1 - Q2 2025 - Engage with staff to evaluate physical Not Started ENV-Executive
cultural practices of employees. Range 2 overall staff mental | January space, scheduling, and other needs for religious and Projects
health 2025 - cultural practices. . ,
Complete ENV-Administration
December B. Q3171 Q4 2025 - Implement changes identified in A.
2025

C. Q371 Q4 2025 - Have a culture day to highlight different
cultures.

D. Q31 Q4 2025 - Incorporate any holidays that are not
celebrated by the dominant culture into a Departmental
calendar so there is awareness around it.
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5.4. Examine upward mobility opportunities for trainee and entry-level staff.

DPO Time:
Range 2/year

trainee alums
included in annual
report

Exit interviews
indicating staff
finding trainee
series beneficial

B. Q4 2022 7 Ongoing i Include section about next
steps for SFE trainee alums in SFE annual report.

C. Q4 20221 Ongoing i RESCU to review summary
information from exit interviews to assess need for
potential changes to trainee positions. Summary
information to supplement annual staff survey.

ACTIONS RESOURCES INDICATORS TIMELINE IMPLEMENTATION STATUS LEAD

5.4.1. Document internal and Staff Time: Documenting Start A. Q1 2022 1 Create a system to document next steps Not Started | RESCU with DPO
external mobility pathways after | Range 1/year system created January following completion of trainee position, including

internship, fellowship, and ; 20227 alignmentwithd e p ar t exé imtendesv questions (see

trainee position completions. Next steps for Ongoing 2.5.1).
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5.4. Examine upward mobility opportunities for trainee and entry-level staff.

skills for higher level positions and identify resources and
structure for implementing curriculum. Integrate
curriculum i nt palosihgddr midpsint w o
modifications and alignmentwi t h st af f 6s
plan.

ACTIONS RESOURCES INDICATORS TIMELINE IMPLEMENTATION STATUS LEAD
5.4.2. Evaluate advancement Staff Time: % of trainee and Start A. Q2 20231 Engage 99 series stakeholders, including Not Started | ENVI Managers
opportunities for trainee and Range 2 entry-level staff January supervisors and staff, to assess 99 series, city wide and
entry-level staff. who have skills 202371 within SFE. DPO
necessary to apply | Complete . . 99 Advisor
DPO Time: for higher position | December B. QS 2023-| Q4 2023 - Develop a career bundlng.plan
' 2024 for internships, fellowships, and other trainee positions, 99 Champions
Range 2 % vacant positions as part of the onboarding orientation.
at SPE filled by C. Q120247 Q22024 -C dardized |
trainee and entry- .0Q1 47 Q 4 reate a standar |z§ gqura
External level staff departmental onboarding process for all 99s in addition
Departments ' to program area trainings.
Exit interviews
Wh(_) have 99 indicating staff D. 3 2024 - Compile skills needed for 5638 and 5640
Series finding trainee positions and comparable positions citywide (e.g., 1822,
Curriculum series beneficial 1823).
Building E. Q3202471 Q4 2024 - Establish curriculum to acquire
Resources
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6. ORGANIZATIONAL CULTURE OF INCLUSION AND BELONGING

Growing a Diverse Workforce is Just the First Step. Employees must feel welcomed and included at every stage of their employment. Racial homogeneity is not only found in hiring and
recruiting, it permeates throughout organizational culture, policies, and procedures. It also can take form as coded, traditional standards, such as /~ professionalism,4 that ultimately centers
whiteness.3* This factor takes an immense mental health toll on underrepresented employees who do not feel like they belong. Departments must actively work to create a culture of inclusion
and commit to ongoing assessment to uncover gaps in policies and procedures that create a culture of othering. Changes in organizational culture starts and continues with the needs of the
employee. These needs are discovered by fostering intentional relationships with underrepresented employees, specifically women, trans employees, Black employees, indigenous employees,
employees of color, and employees living with disabilities.

Ninety-nine percent of staff who completed SFE&6s f al | 2019 survey indicated the importance of pr i olpoliciesand prageduresc i al e
consider and address institutional racism. Staff of color, female-identifying, and non-supervisory staff all indicated disagreement in higher amounts than all staff that internal policies consider and

address institutional racism. In the comments, staff named various power imbalancesobs er ved at t he Department and exprtiesgsed tstue hd eassi raeb | te
classism, and sexism. This presents an opportunity to recognize the interconnected nature of social categorizations, whilecont i nui ng to | ead with race in SFEO®6s
described in detail in Appendix B.

The San Francisco Department of Environment does not have a system to capture and analyze qualitative and quantitative data from employees regarding job satisfaction, experiences in the
work environment, their reasons for leaving, race/ethnicity, length of employment, job classification, appointment type, and other factors. Employees have the option to complete exit interviews
wi t h BROEaAdéor the Director. Sharing this information, while maintaining privacy of former employees, could improve transparency and improve understanding of barriers for employees of
color to upward mobility and professional development, barriers to an inclusive work environment, and other racial equity-related issues to longevity at the department.

The Department Personnel Officer will work on implementing processes to gather and analyze additional data, more frequently across a range of areas such as: employee satisfaction,
experience in the workplace, reasons for leaving SFE, demographic and position related data (race/ethnicity, length of employment, job class, appointment type, etc.) that can be used to
enhance workplace inclusivity.

DEPARTMENT GOAL
All staff feel they belong at SFE and perceive it to be an inclusive, respectful, and fair workplace. Staff understand institutional racism and are equipped to address racial disparities in their work.

% AysaGray,The Bias of 0Pr ddrds,SsanfoodrSaclaliinmavaionRevieew (Jun. 4, 2019) https:/ssir.org/articles/entry/the bias of professionalism_standards

62


https://ssir.org/articles/entry/the_bias_of_professionalism_standards

San Francisco Department of the Environment Racial Equity Action Plan, Version 1. Last updated 12/30/2020
Section 6: Organizational Culture of Inclusion and Belonging

6.1. Foster an intentional organizational culture that is committed to inclusion and belonging.

Team consisting of Racial Equity
Leads committed to keeping the
department accountable for

reaching its RE Action Plan goals.

meetings with RE
Team to implement
RE Action Plan

representation from all program areas at SFE created to
developand i mpl ement the Depar |
Action Plan.

ACTIONS RESOURCES INDICATORS TIMELINE IMPLEMENTATION PLAN STATUS LEAD
6.1.1. Ensure that the Staff Time: Department Complete A. Q120217 Q2 20217 Racial equity statement addedto | In Progress | RESCU in
depart ment 6 s mi s|Range3 mission, policies, December job announcements. collaboration with
and procedures reflect an and procedures are | 2022 . . . DPO
ongoing commitment to an updated and B Q320211 Q4 202_1 i Department Strategic Plan
organizational culture of inclusion | ppg Time: available includes a racial equity goal.
and belonging. Range 1 C. Q420217 Q3 2022 RESCU and DPO to review policies
and procedures and update to advance racial equity,
inclusion, and belonging.
6.1.2. Create a Racial Equity Regular, scheduled | Ongoing RELeaders, and a steering c¢ (Completed RE Leaders
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6.1. Foster an intentional organizational culture that is committed to inclusion and belonging.

ACTIONS

RESOURCES

INDICATORS

TIMELINE

IMPLEMENTATION PLAN

STATUS

LEAD

6.1.3. Develop a RE Action Plan
that is updated regularly and
available to the public.

Staff Time:
Range 3

Funding for
consultant

RE Action Plan is
published on

department website

Complete
December
2021

A. Q4 2020 - Phase | completed and published on
department website.

B. Q1 2021 - RE Core Team to identify tasks where support
from consultant is needed, propose to Leadership.

C. Q271 Q4 20211 RESCU, with potential consultant
support, to facilitate development of Phase II. RESCU
liaisons engage with respective program areas to identify
opportunities to advance racial equity in programs and
services. This engagement could also be an opportunity to
check in with programs aboutt he De p awdrkme nt
environment and organizational culture.

D. Q4 20217 RE Core Team to summarize community
discussions (potentially with COE, refer to 7.1.5) and ORE
citywide racial equity engagement.

E. 20221 First annual progress report on Plan.®®

F. Q4 20231 First update to Plan.3¢

In Progress

RE Core Team
RE Leaders
RESCU
ENV-Outreach

6.1.4. Regularly report to staff,
board, and commissioners on RE
Action Plan updates.

Staff Time:
Range 2/year

Ongoing reporting

Ongoing

A. Q120217 RE Leaders to work with ENV-Leadership to
identify schedule for racial equity initiative updates at Al
Staff meetings (note: updates to Commission described in
7.1.4).

B. Q1 20211 Ongoing i RE Core Team to expand
information sharing with RESCU (i.e., post notes from
citywide RE Leaders meetings).

In Progress

RE Leaders
ENV-Leadership

35 SF Office of Racial Equity, Citywide Racial Equity Framework and Phase 1: Internal Programs and Policies p.7

%6 |bid.
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6.1. Foster an intentional organizational culture that is committed to inclusion and belonging.

race

B. Q4 20211 Ongoing - RE Core Team to continue
collaboration with ORE, Planning, SFMTA, and other
departments to exchange ideas about affinity group space
design, and opportunities for cross-department affinity
group support.

C. Q4 20217 Ongoing - Include in annual staff survey
affinity group needs and other strategies to build awareness
on how power and privilege impact organizational
relationships. Strategies implemented by ENV-Executive
Projects and RESCU pending sufficient resources and
capacity.

D. Q220217 Q4 2022 - As recommended in Toolkit for
Addressing Racism in the Workforce, ENV-Executive
Projects and RESCU to explore the development of an Ally
Program, and opportunities for such a program across
departments.

ACTIONS RESOURCES INDICATORS TIMELINE IMPLEMENTATION PLAN STATUS LEAD

6.1.5. Support and provide Staff Time: % Staff feel work Start April A. Q2 20217 Ongoing - ENV-Executive Projects to share Not Started ENV-Executive

spaces for affinity groups, Range 3 environment is 202117 existing opportunities with staff, including groups for CCSF Projects

prioritizing historically inclusive, Complete employees (i.e., Black Employee Alliance) and field-specific

marginalized peoples. respectful, and fair, | December groups (i.e., BIPOC Climate Network). RESCU
disaggregated by 2022
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6.1. Foster an intentional organizational culture that is committed to inclusion and belonging.

equity training
and
conferences

inclusion completed
by staff per quarter

% Staff feel work
environment is
inclusive,
respectful, and fair,
disaggregated by
race

% Staff feel
equipped to
address racial
equity at work

sharing training opportunities, including offerings from ORE,
Planning, and other CCSF Departments.

B. Q1202171 Q2 202171 ENV-Executive Projects to
convene antiracism learning circle for interested staff

C. Q4 202171 Staff survey to include question about training
needs and opportunities.

D. Q1 2022i ENV-Executive Projects, with support from
RESCU, to research racial equity training costs and identify
funding for speakers (or other resources needed) and
present to leadership.

ACTIONS RESOURCES INDICATORS TIMELINE IMPLEMENTATION PLAN STATUS LEAD

6.1.6. Have staff participate in Staff Time: # of training, Ongoing A. Q3 20207 Ongoing i ENV-Executive Projects convenes | In Progress | ENV-Executive

trainings, conferences, and Range 2/year conference, or quarterly gatherings for staff to share trainings attended, in Projects

discussions that promote a wider discussion future will track staff training attendance (including SFE's

understanding of racial equity. regarding diversity, racial equity tool training), including some basic lessons RESCU
Financial: Racial | €auity, and learned and shareable resources. RESCU to continue
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6.1. Foster an intentional organizational culture that is committed to inclusion and belonging.

respectful, and fair,
disaggregated by
race

C. Q3 2023 - RESCU to work with ENV-Administration, Sr
Green Building Manager, and Community Partnerships
Manager to implement changes to office design and art
displayed.

ACTIONS RESOURCES INDICATORS TIMELINE IMPLEMENTATION PLAN STATUS LEAD
6.1.7. Conduct an annual staff Staff Time: Annual survey with | Start A. First survey completed, administered by RE Core Team. | In Progress | RE Core Team
survey that assesses the Range 1/year disaggregated data | January . . . )
departmentds con and feedback 2021 i B. Q2 2021 _Q3 202.l - RES_CU to identify changes to ENV-Leadership
organizational culture of inclusion Ongoing 2019 survey, i.e., adding an n?te.rwew component, whether RESCU
and belonging. ) il % S_taff feel vyork future racial equity surveying is mtegrate_o! to broader staff
Financial: environment is engagement or is stand alone, opportunities for focused DHR
Consultant to inclusive, group discussion (as identified in Toolkit for Addressing
administer respectful, and fair, Racism in the Workforce), external facilitation needs.
surveys disaggregated by } o
race C. Q2202171 Q32021 - RE Core Team to check in with
DHR, ORE and other CCSF Departments about compatible
survey questions and surveying best practices.
D. Q4 2021 i Administer staff survey and analyze results.
6.1.8. Ensure that all art, decor, Staff Time: Increase in staff Start A. Q1 20231 RESCU to work with ORE, Arts Commission, | In Progress RESCU
and design where staff work daily | Range 1 engagement January and other departments to exchange ideas.
reflect racial and social diversity. 20237 _ _ ENV-Development,
% Staff feel work Complete B. Q2 2023 - RESCU to engage with staff for ideas about Community
) environment is December inclusive art and space design, and to evaluate current Partnerships, and
Zrliir:'?lsng for inclusive, 2023 inclusivity of art. Carbon Fund

Coordinator
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6.2.1. Regularly update Staff Time: Increase in staff Start March | A. Q2 20211 Q3 2021 - Engage with All Staff (through In Progress | ENV-IT
departmental mailing lists to Range 1/year feedback, 20211 surveys or other means) to gather feedback on
ensure that all staff receive participation, and Complete communication processes and procedures. RESCU
communications. response to July 2021 . )

communications B. Q2202171 Q3 2021 - RESCU to work with IT Staff to

implement changes.

6.2.2. Ensure that all staff Staff Time: Ongoing staff Start A. Q1 202371 Q3 2023 - ENV-Executive Projects to compile | Not Started ENV-Executive
meetings center a diverse range Range 1/year participation and January list of past and upcoming speakers. Projects
of speakers and inclusive topics feedback 20231 . ) )
while offering space for staff . Complete B: Q4 20231 Q1 2024 - ENV-Executive Projects to engage
engagement. Be transparent Funding for % stall(ff feel December ¥Vlth All itaff (throigh survey or other means) about
about the speakers and topics. speakers speakers are 2024 eedback on speakers and topics.

inclusive and . : .

educational, C. Q220241 Q4 2024 - ENV-Executive Projects to

disaggregated by implement changes from All Staff engagement and set up

race system to continually gather feedback.
6.2.3. Create, maintain, and make | Staff Time: Ongoing staff Start A. Q1 202371 Q4 2023 - ENV-Executive Projects to engage | In Progress | ENV-Executive
available a space, physical and/or | Range 1 participation and January with All Staff to evaluate information sharing. Projects
digital, for staff to share feedback 20231 . . )
information. Complete B. Q120241 Q4 202_4 - ENV-Executive Projects to work

December with ENV-Administration and Sr Green Building Manager to
2024 implement changes to physical spaces.
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6.3. Improve both physical and digital spaces to meet or exceed accessibility standards.

access, ramps, lactation rooms,
scent-free cleaning products,
gathering spaces, etc.)

implementation

B. Q1 202571 Q4 2025 - ENV-Administration and Sr Green
Building Manager to implement changes to physical
spaces.

ACTIONS RESOURCES INDICATORS TIMELINE IMPLEMENTATION STATUS LEAD
6.3.1. Create an accessibility Staff Time: Protocol distributed | Start: A. Q1 20241 Q3 2024 - RESCU to summarize SFE efforts | Not Started RESCU in
protocol that is utilized across all Range 1 internally and with January to date on broad accessibility (beyond the legal requirement collaboration with
events, communications, and any outward-facing | 2024 - of reasonable accommodation for medical considerations)
departmental functions. interactions c let and summarize what is standardized citywide. bPO
omplete
December B. Q4 20241 Q2 2025 - RESCU to engage with All Staff to
DPO Time: 2025 uno_lerstan_d what they need to be successful, centering
Range 1 racial equity
C. Q320257 Q4 2025 - RESCU to draft protocol and work
with ENV-Leadership, ENV-Administration, and DPO to
implement changes.
6.3.2. Evaluate and improve on all | Staff Time: A plan for physical | Start A. Q1 20247 Q4 2024 - ENV-Administration to review best | In Progress | ENV-Leadership
physical spaces to meet or Range 3 space improvement | January practices and engage with All Staff to evaluate physical . .
exceed accessibility standards _ 2024 - accessibility and develop recommendations to be reviewed ENV-Administration
taking into account staff and $ funding secured | complete by ENV-Leadership. RESCU to consult withMay or 0 s
visitors v_v?th disabilities, seniors, Successful December on Disability.
and families. (e.g., elevator 2025
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6.3. Improve both physical and digital spaces to meet or exceed accessibility standards.

ACTIONS RESOURCES INDICATORS TIMELINE IMPLEMENTATION STATUS LEAD
6.3.3. Evaluate and improve on all | Staff Time: A plan for digital Start A. Q120247 Q3 2024 - RESCU to work with ENV- Not Started ENV-Outreach
digital functions and Range 3 improvement January Outreach media staff, ORE, and other departments to
communications to meet or . 20241 summarize SFE and citywide efforts to date on digital ENV-IT
exceed accessibility standards $ funding secured | complete accessibility and develop recommendations for RESCU
taking into account staff and Financial Successful December improvement.
\I;IIZitr?-rtsért”tr?]edsigg!zlgeféc(gfgi'ngs Resources for | implementation 20 B. Q420241 Q22025-RESCUtoconsul t wi t
: : ! : digital platform Office on Disability and review best practices on universal
with captions, accommodations updates ( y an p on
for blind or low vision individuals, design and engage with All Staff to evaluate digital
accommodations for deaf people, accessibility and develop recommendations.
etc.) C. Q320257 Q4 2025 - RESCU to work with ENV-IT and
ENV-Outreach, to implement changes to digital function
and accessibility.
6.3.4. Invest in translation Staff Time: # Increase in Complete A. Q320217 Q4 2021 - RESCU to work with ENV- In Progress ENV-Outreach
services. Range 2 translated materials | December Outreach to summarize and assess process for translating
) , 2022 materials to date. RESCU
Financial:
Increase in B. Q1 20221 Q4 2022 - Standardized tracking of translated
budget for materials implemented, develop goals for translation
translation accessibility developed.
services
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6.3. Improve both physical and digital spaces to meet or exceed accessibility standards.

targeted group.

announcements)

Provide closed-
captioning by
default

Increased digital
equity (e.g.,
access) for all
employees

ACTIONS RESOURCES INDICATORS TIMELINE IMPLEMENTATION STATUS LEAD
6.3.5. Encourage individual forms | Staff Time: Increase in staff Start July A. Q3202271 Q4 2022 - ENV-Executive Projects to In Progress | RESCU
of inclusive identity expression. Range 1/year using inclusive 20221 coordinate learning opportunities for identity inclusivity at All )
(e.g., honoring gender pronouns, identity expression, | Complete Staff meetings or other venues. ENV-Executive
relaxing, or modifying dress code, second nature December ) , Projects
etc.) ) 2025 B. Q1 20237 Q3 2023 - RESCU to engage with staff
Funding for (through survey or other means) to solicit ideas to
speakers encourage inclusive identity expression.
C. Q4 20231 Q4 2025 - RESCU to review research and
work with ORE and other departments to research
practices to encourage inclusive identity expression.
6.3.6. Bring accessibility Staff Time: Accommodations Start A. Q120247 Q4 2025 - RESCU to work with ENV- Not Started ENV-Outreach
information and accommodations | Range 1/year information infused | January Outreach to review research and work with ORE and other
to the forefront rather than throughout 20241 departments to develop recommendations. RESCU
offering it upon request. department Complete
Accommodations can benefit touchpoints (e.g., December
other people besides the initial website, event 2025
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6.4.1. Incorporate a process to
gather community feedback on
projects, events, and
communications that involve or
will impact the community.

Staff Time:
Range 2

Funding for
focus groups
with community
partners

Community will
have an impact on
all department
projects

Start
January
20221
Complete
December
2023

A. Q120227 Q2 2022 - RESCU to work with ENV-
Outreach and Community Partnerships Manager to
summarize and evaluate community feedback processes to
date.

B. Q3 20227 Q4 2022 - RESCU to work with ENV-
Outreach and staff in the field who work with BIPOC
communities and other marginalized populations to identify
issues to date, develop strategies to improve feedback
gathering process.

C. Q120231 Q2 2023 - RE Core Team to work with ORE,
Planning, SFPUC and other CCSF Depts experienced with
racial equity in engagement to share experiences, identify

CBOs familiar with community needs for potential ongoing

partnership.

D. Q3 20237 Q4 2023 - RESCU to work with ENV-
Outreach and ENV-Managers to identify and fund CBOs
that can act as liaisons between SFE and the community.

E. Q3 20237 Q4 2023 - RESCU to work with ENV-
Outreach and staff in the field to understand engagement
training needs and priorities.

In Progress

RESCU
ENV-Outreach

ENV-Development,
Community
Partnerships, and
Carbon Fund
Coordinator

ENV-Managers
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6.4.2. Find opportunities to invest
into and support the communities
the department serves.

Staff Time:
Range 3

Funding for
focus groups
with community
partners

Process to track
budget adjusted

% budget spent
supporting
marginalized
populations
(increase from
amount in 2020
Vulnerable
Populations
Engagement
Assessment)

Ongoing

A. Q120217 Q420217 In preparation for ORE budget
equity tool release, ENV-Managers consult with RESCU to
adjust documentation practices to better track spending on
marginalized populations and racial equity, and meet with
COE Operations Committee, described in 7.1.8.

B. Q4 20211 RE Core Team to summarize community
engagement supporting development of Phase 2 of RE
Action Plan, identify opportunities to invest in and support
communities highly impacted by systemic racism.

C. Q120217 Q420211 As part of development of Phase
2 of RE Action Plan, RESCU to work with ENV-
Administration contracts/grants staff to assess potential to
develop racial equity criteria for contract and grant
applicants, and develop strategies to increase opportunities
for CBOs. RE Core Team to review supplier and other
relevant data from Controll

D. Q1 20227 Q2 2022 i Building on Vulnerable
Populations Engagement Assessment, RESCU to work
with ENV- Managers to develop goals to increase % budget
spent supporting marginalized populations and racial
equity, including increasing resources and support to SFE
staff in the field who work with BIPOC communities.

E. Q3 20221 Ongoing i Shift and/or acquire new
resources to support budgetgoals. Appl y and r g
budget analysis tool.

In Progress

RESCU
ENV-Managers
ENV-Administration
ENV-Outreach
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6.5. Build staff capacity to operationalize racial equity.

# and diversity of
stakeholders
engaged in new
policy development

. Q420211 ENV-Policy Team to undergo specific policy

related racial equity training.

. Q420217 RESCU works with ENV-Policy Team and

ENV-Managers to assess potential to develop RE
criteria for supporting State legislation.

ACTIONS RESOURCES INDICATORS TIMELINE IMPLEMENTATION STATUS LEAD
6.5.1. Staff operationalize Staff Time: # of meetings with a | Complete A. Q120217 Q420217 Have program specific In Progress | ENV- Managers in
applying racial equity lens within | Range 3 specific focus on December discussions on the implementation of RE principles in collaboration with
their program areas. application of RE 2021 everyday work and establish a system to use RE Scan RESCU
principles on policies and programs.
Q1202171 Q4 20217 Institutionalize a program
development process which centers engagement with
i communities that are most impacted and have the least
# of projects, power.
programs and . Q320217 Q420217 RESCU to develop a racial equity
initiatives started in "cheat sheet" - a short written document for staff to
2021 that use the reference in their work about how to advance racial
RE Scan Tool equity and how to talk about race.
6.5.2. Broaden staff capacity to | Staff Time: # and diversity of Start Q1 20211 RESCU continues refining racial equity In Progress | RE Leaders and
advance racial equity in Range 3 staff working on January policy analysis process and tools, including stakeholder RESCU in
legislation. legislation 20211 power mapping analysis, and reviews with COE Policy collaboration with
Complete Committee, described in action 7.1.8 ENV Policy-Team
o) December Q3 20211 RE Core Team to integrate best practices in
Q 2021 policy analysis from other City departments and ORE.
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6.5. Build staff capacity to operationalize racial equity.

behavior template (i.e.

community agreement).
Community agreements define
meetingf aci | it at or 6
clarify expectations from
participants in a meeting.

agreement is used

agreement) centering cultural humility and antiracist
practices, with the understanding that this is a living
document that will be updated by groups as necessary.
B. Q220217 Incorporate feedback from all staff.
C. Q320217 Publish agreement in departmental

handbook, provide to consultants and outside speakers.

ACTIONS RESOURCES INDICATORS TIMELINE IMPLEMENTATION STATUS LEAD
6.5.3. RE Leaders implement Staff Time: # of programs that | Start A. Q1 2021 - Monthly meetings where staff work with the Not Started RE Leaders
monthlyii of f i ¢ e h ota | Range l/year utilize open office January RE Core Team to ensure progress in operationalizing
workshop projects. hours 2021- racial equity into program specific projects.
Ongoing B. Q2202171 Evaluate efficacy of monthly meetings

# of quarterly through evaluation forms.

program/policies C. Q32021 - RE Core Team to connect with Commission

thafc incorporate Affairs Officer to share opportunities for Commissioner

racial equity participation (see 7.1.4).

analysis

recommendations
6.6. Transform and create new guidelines to improve interpersonal dynamics, foster healing, and increase accountability.
ACTIONS RESOURCES INDICATORS TIMELINE IMPLEMENTATION STATUS LEAD
6.6.1. Develop and uphold a Staff Time: # of instances the Complete A. Q1 2021 - RESCU to draft and review departmental In Progress | RESCU in
departmental communication and | Range 1 community April 2021 communication and behavior template (i.e., community collaboration with

ENV-Leadership
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6.6. Transform and create new guidelines to improve interpersonal dynamics, foster healing, and increase accountability.

addressed.

ACTIONS RESOURCES INDICATORS TIMELINE IMPLEMENTATION STATUS LEAD
6.6.2. Develop a process for Staff Time: Trainings on Start A. Q4 202217 Include questions about tokenism, Not Started DPO in collaboration
ensuring training and Range 1 microaggressions October microaggressions, and cultural competency in annual with ENV-
accountability around and cultural 20221 survey (discussed in action 6.1.7). Leadership
microaggressions and cultural competency Complete B. Q4 2022- Q3 20231 ENV Executive Projects, with _
competency. DPO Time: attended by staff July RESCU support, to research trainings, contractors, and EN\_/-EXGCUUVG
: December other external resources on microaggressions, Projects
 A\) Range 2 Departmental 2024 tokenism, cultural competency, and cultural humility.
Q guidelines created C. Q320237 Q4 2023 - Secure contractor or external
training resources.
Funding for Positive outcome in D. Q1 2024 Establish trainings on microaggressions and
cultural the annual staff cross-cultural communication for staff.
competency survey E. Q2202417 Create guidelines about how issues around
training microaggressions or cultural insensitivity will be
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7. BOARDS AND COMMISSIONS

An Equitable Workforce Starts with Equitable Decision Making. For many departments, an equitable and diverse leadership does not stop with senior leadership positions. Decisions are also
being made in boards and commissions. These seats must represent the community that the department serves. Bylaws that contain policies and language that perpetuate implicit bias must be
revised. Seats must be accessible and available to employees of color. Policies and budget decisions made by boards and commissions must be assessed through a racial equity lens.

The Commission on the Environment (COE) governs SF Environment. The Urban Forestry Council (UFC) is an advisory body that SFE staffs but is not governed by. Analysis conducted by the
Department on the Status of Women from 2019 reported that People of Color comprised 50% of the COE, and People of Color comprised 0% of the UFC.3” SFE staff were surveyed in 2019, and

while 99% of staff surveyed valued discussing the impacts of race and understood the importance of SFE prioritizing racial equity,only3 6 % per cei ved t he Department bs
procedures to consider and address institutional racism. The staff survey is described in detail in Appendix B.

DEPARTMENT GOAL

All members perceive their Commission to be inclusive, respectful, and fair. Members are empowered to consider and address racial equity in decisions. New and existing policies and practices
support historically marginalized communities and collaborate with communities and institutions to eliminate racial inequity.

7.1.1. Review and revise bylaws | Staff Time: Bylaws, rules of Start A. Q120227 Q220227 RE Core Team to review current Not Started RE Core Team
and rules of order or create other | Range 2 order or other January bylaws' ability to enable SFE to accomplish citywide and )
commission procedures to include procedures 2022 - departmental racial equity goals following RE Action Plan ENV-Policy Team
inclusive language and to align successfully Complete adoption.

with the departn amended December . . . .

Plan. 2022 B. Q3202271 Q4 20221 ENV-Policy Team to review

bylaws and charter, convene with Core Team to work out
potential revisions.

37 https://sfgov.org/dosw/sites/default/files/2019%20Gender%20Analysis%200f%20Commissions%20and%20Boards.pdf, Figure 25
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