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EXECUTIVE SUMMARY
The Racial Equity component of the Office of Equity and Human Rights’ (OEHR) work has grown
exponentially over the last four years. OEHR has developed and supported the adoption of Citywide Racial Equity Goals and Strategies, the Budget Equity Tool, and Five-year racial equity
plans for each bureau, the policy and programmatic implementation within bureaus of each of
these, and policy and programmatic changes citywide.
It is critical that the City maintains focus and increases efforts to remove barriers; identify
resources; and adjust policies, programs, and practices to eliminate the disparities our
communities of color experience in Portland. OEHR can point to disparity reduction from the
work it has accomplished with its equity and policy analysis.
To date, five bureaus have hired equity managers. Many bureaus identified hiring an equity
manager as part of their five-year plans. We know that many bureaus will never have the
resources to hire a position that is solely focused on equity and that the most effective system
change will result from embedding racial equity practices in all aspects of bureau operations.
OEHR has conducted a staffing assessment and proposes a centralized staffing model to serve
the City bureaus’ growing need for technical assistance and education. This centralized model
would increase the level of assistance and assure focused and consistent methodology and
practice across bureaus, and ensure fiscal efficiency by eliminating the need for additional
bureaus to find funding for equity positions. The specific request is for four additional staff, one
who will also oversee the implementation process of bureaus’ Racial Equity Plans.
Currently, authority and responsibility for equity programs and policies are dispersed
throughout the City. There is no single point of responsibility or engagement for ongoing
analysis or assistance with review of policies, practices, and procedures.
Both Human Resources and the Budget Office have been successful utilizing a centralized model
where staff are assigned portfolios of bureaus. This model provides the benefit of working with
staff who are familiar with specific operations and functions of bureaus. Deploying staff in this
way also supports a consistent approach to moving the work forward using best practices.

INTRODUCTION
In the adopted FY 2016-2017 budget, Council directed the OEHR to perform an assessment to
identify a staffing model that would allow the bureau to balance its programmatic, training, and
policy needs in order to meet its mission and mandate as set by Council.
This report assesses OEHR’s staffing resources and proposes a staffing model to accomplish the
strategic direction guided by the Framework for Equity in the Portland Plan and the City-wide
Racial Equity Goals and Strategies adopted by City Council as binding city policy. Specifically,
evaluating OEHR’s ability to:
•
•
•
•
•
•

Provide equity training to all City employees
Support and guide bureaus in the implementation of five-year racial equity plans
Deliver high-quality issue-specific equity analysis and support to all City bureaus and
elected officials’ offices upon request or as otherwise needed
Support institutionalization of Civil Rights policies and protocols across the City
Staff the Human Rights Commission, Equitable Contracting and Purchasing Commission,
and Portland Commission on Disability
Coordinate the Black Male Achievement Program

And meet the following OEHR goals as set forth in the adopted budget:
•
•
•

•

Create a Citywide Disability Equity Initiative, including training; demographic study and
collection; and goals and strategies
Support City bureaus in implementation of the five-year Racial Equity Plans
Launch the Fellowship for Racial Equity (FRE) program, a year-long intensive training
cohort to build organizational capacity to achieve Racial Equity goals throughout the
bureaus
Support all bureaus through training, resources and technical assistance

CURRENT OEHR STAFFING AND CAPACITY
In order to determine what skillsets and capacity are required to meet its organizational goals,
OEHR evaluated the skillsets and capacity of its existing resources, initially evaluating the roles
and responsibilities of each of the 11 existing staff.
Position

Roles and responsibilities

Director – 1 FTE

Overall program management, direction, and execution of the policies
and programs of the Office of Equity and Human Rights (OEHR).
Collaborates with City bureaus, organizations, and community leaders
to facilitate the creation of an organizational culture that will guide the
city towards policies and programs designed and implemented to
achieve equitable outcomes.
Manages Business Operations and administration including Human
Resources functions. Manages recruitments, onboarding, position
management and payroll. Manages contracts, grants, purchases, space
planning and Bureau budget. Facilitates Business Operations Managers
meetings and HR Process Improvement Team. Manages data,
reporting, and Bureau performance measures. Creates bureau reports
including AA Plan, Emergency Management Plan, and Continuity of
Business Plan.
Provides policy and system change recommendations as needed and
requested on a citywide basis. Directly supervises five staff and
collaborates with program staff on policy direction of their programs.
Provides training and OEHR Leadership Team as well as coordinates
projects across programs.

Business
Operations – 1 FTE

Senior Policy
Advisory – 1 FTE

Communications
Program
Coordinator – 1
FTE

Executive Assistant
to the Director – 1
FTE

Manages internal and external office communications, including social
media. Acts as press contact and provides technical expertise to
bureaus on equity communications as requested. Plans and
coordinates community events. Staffs Bureau Advisory Committee.
Provides messaging, branding, video production, and design for all
programs. Assists on the training team and provides training as
needed.
Provides administrative support to the Office of the Director including
scheduling and other administrative duties as assigned. Assists w/SAP
functions for HR Budget and procurement, processes invoices for office
and assists staff with additional admin as available and requested.

Equity Training and
Education Program
Coordinator – 1
FTE

Manages all logistics for Equity training and facilitates training.
Convenes and leads the training team. Provides technical assistance to
bureaus: surveys, training needs, and training design/development as
needed. Reviews policy and procedures for IPR.

Human Rights
Commission
(required by
ordinance as .5
FTE)

As required by Resolution, conducts all staffing duties for the Human
Rights Commission including staffing the nominating committee,
recruitment, and coordination of interviews. Also manages the Citywide Language Access Program and provides Technical Assistance to
bureaus. Participates on the training team and provides training as
needed.

Language Access
Program – 1 FTE
Black Male
Achievement – 1
FTE

Staffs the BMA steering Committee Meetings and coordinates activities
of BMA steering committee including:
• BMA Summer Youth Experience
• PPB Gang List Reduction
• Exclusionary Discipline Asset Mapping, Political Strategy,
Implementation
• City Contracting/RFP process mapping
• MacArthur Safety & Justice Challenge Jail Population Reduction
Policy Group
• DHS Equity Groups
• Black Fatherhood Asset Mapping/Collaborative Convening
• STEM Collaborative

Civil Rights Title VI
& Americans with
Disabilities Title II
Program Manager
– 1 FTE

Manages City-wide Title VI and ADA Title II Program. While
overlapping with other areas of systemic change, the Civil Rights
program focuses on the operationalization of equity or explicitly
bringing racial equity, disability equity, and Civil Rights work into
decision making, policy, practices, procedure, and operations of the
city as an institution. For each Civil Rights Title covered, the program,
and thus the program manager has many citywide roles and tasks
including:
•

Develop and implement city-wide Policies, Procedures,
Practices, Methods of Administration, Expectations, Operations
to comply with Civil Rights and equity (including policy

•

•
•

•
Disability Equity
Policy and
Commission on
Disability
Coordinator – 1
FTE

development, analysis, and evaluation methodology, informed
decision making and decision making tools, data collection,
analysis and utilization practices, community engagement
methods, addressing issues of resource allocation, prioritization
and planning mechanisms, service delivery practices –
interventions that eliminate, avoid, mitigate discrimination and
lend to, provide for, prioritize or advance equitable process and
outcomes);
Build and support internal infrastructure/organization and
capacity to manage compliance and sustain this work in all
areas of the City. Usually through existing teams, Equity
Managers, and the Civil Rights Title VI Liaison and ADA Title II
Coordinator;
Provide technical assistance, consulting, and act in an advisory
capacity to internal and external stakeholders;
Ensure Transparency and Accountability through complaint
processes, Formal Civil Rights VI and ADA Title II assessments,
tracking, reporting, ongoing evaluation, and fostering and
maintaining community relationships;
Developing and ensuring internal controls to effectively manage
the program.

Staffs Portland Commission on Disability (PCoD) and manages city-wide
Disability Equity Policy.
•
•
•

•

Developing Disability Equity Training
Developing City-wide strategy for disability Data collection
Providing senior staff level City-wide policy support to multiple
bureaus and City Council offices on issues which have a high
impact on people with disabilities.
Ex. Private for hire transportation
Drive through windows
Hazard Mitigation
Supporting half-time ADA manager with:
o Designing and implementing tracking and
accommodation process
o Creating and implementing Self Evaluation plan
o ADA Technical Support for bureaus
o Triage community complaints not related to City ADA
Title II
o Engaging ADA Coordinators in City-wide coordination of
ADA efforts

•

Advising Portland Commission on Disability:
o Support PCOD through being internal City
liaison/representation to Commission
o Educate and guide commissioners through leadership
development and City etiquette
o Establish structures and policy for working commission
o Mediate inter Commission conflict
o Commission social media, website maintenance and
public outreach
o Maintain Commission records and archive
o Facilitate Commission Coordinating Committee
o Commission correspondence and requests with City
staff and community organizations.
o Direct admin staff support:
 Meeting logistics
 Making accommodations
 Compiling to public meeting law

Senior
Administrative
Specialist – 1 FTE

Administrative staffing of ECPC and PCoD and other admin duties as
time is available and as assigned.

Temp. staffing of
Racial Equity Plan
Bureau Cohorts .4 FTE

This is a part-time, limited term position responsible for providing
organizational structure, training, support, and review, of the Bureau’s
Racial Equity Plans. Additionally, this position is responsible for
training, engagement and support of the newly proposed Racial Equity
Tool.

ALIGNMENT WITH GOALS AND OBJECTIVES
The chart on the next page shows how each OEHR position links directly or indirectly to the
goals and strategies as outlined above.

LEGEND
Senior
Policy
Advisor

Communications
Program
Director

DS

DS

DS

IS

DS

DS

DS

IS

Supports institutionalization of
Civil Rights policies and
protocols across the City

IS

IS

IS

Staffs the Human Rights
Commission and Portland
Commission on Disability

IS

IS

IS

Creates a City-wide Disability
Equity Initiative, including
training; demographic study and
collection; and goals and
strategies

IS

IS

IS

Supports all bureaus through
training, resources, and technical
assistance

DS

DS

DS

DS

Direct
Support

IS

Indirect
Support

Provides equity training to all
City Employees

Supports and guides bureaus in
the implementation of five-year
racial equity plans

Delivers high-quality
issue-specific equity analysis and
support to all City bureaus and
elected officials’ staffs upon
request or as otherwise needed

Director

Business
Operations

IS

Executive
Assistant
to the
Director

Equity
Training &
Education
Program
Coordinator

Human
Rights
Commission

Language
Access
Program

Black Male
Achievement

DS

DS

DS

DS

Civil Rights
Title VI &
ADA Title II
Program
Manager

Equity Policy
& Commission
on Disability
Coordinator

Senior
Administrative
Specialist

Temporary
Racial Equity
Plan Bureau
Cohort Staff

IS

DS

IS

IS

DS

DS

DS

IS

IS

DS

DS

DS

IS

DS

IS

DS

IS

DS

DS

DS

DS

GAP ANALYSIS
Evaluating the alignment of roles and responsibilities to strategic objectives the Bureau has
outlined gaps to achieving its goals.
Provide equity training to all City Employees
OEHR has one Equity Training and Education Program Coordinator. This training coordinator
manages all logistics for equity trainings, facilitates training, convenes training team and
provides technical assistance to bureaus including: surveys, training needs and design.
In FY 2015-2016 the OEHR training team was able to provide equity training to over 1,637
employees from more than 11 bureaus. However, nearly 72% of the City’s workforce did not
receive equity training.
Support and guide bureaus in the implementation of five-year racial equity plans
OEHR has limited capacity to provide bureaus with support and guidance to implement their
five-year equity plans. This past year, OEHR had one staff person who was able to provide
technical assistance to all 26 Bureaus. Outcomes included convening three workgroup cohorts,
and through monthly meetings, assisting the process of developing the plans; providing
technical assistance to individual bureaus; developing tools and resources as needed; and
reviewed draft plans and responded to the bureaus. Funding for the position has been
eliminated and OEHR has been able to extend a temporary assignment to provide this technical
support for 15 hours per week. This temporary assignment is scheduled to end June, 2017. This
will leave OEHR with minimal capacity to support implementation of Bureau Racial Equity Plans.
Support institutionalization of Civil Rights policies and protocols across the City
OEHR advises bureaus and helps them reach or maintain compliance with Civil Rights Act Title
VI, ADA Title II, and language access efforts. With existing resources, OEHR has been able to
advance the development of policies, procedures and practices and set standards for the City.
OEHR works with ADA coordinators and Civil Rights liaisons, and provides technical support on
day-to-day issues, but additional work needs to be done to strengthen key partnerships within
bureaus. This is also the investigative arm of OEHR, conducting civil rights investigations based
on Title IV or Title II complaints. With existing resources, there is limited capacity for city-wide
training, investigations, and reporting.

Staffing the Human Rights Commission and Portland Commission on Disability
OEHR has one full time position to staff the Human Rights Commission (HRC) and the Portland
Commission on Disability (PCoD). By resolution, both are expected to be staffed at a minimum
of .5 FTE. That requirement is insufficient to adequately provide the needed staff support for
either commission. Therefore, both positions are unable to fulfill the needs of staffing the
commissions and complete their additional work of being on the training team, working on the
City’s Language Access Program, and coordinating OEHR’s Disability Equity Program.

Coordinate the Black Male Achievement Program
We support this initiative that came as a result of being selected by the National League of
Cities as one of 11 initial cohort cities. We support BMA work, which is a steering committee of
20 Black, male community, business, educational, and government leaders designed to move
and address policy to improve the lives of Black men and boys by:
•

•
•
•
•
•

Supporting BMA Steering Committee meetings, policy efforts, events, programs through
scheduling/coordination, creating policy briefs, representing BMA’s intentions in policy
discussions, fostering and maintaining positive relationships with high level
stakeholders, and general project management.
Staff BMA subcommittees for education, workforce development, justice system, and
family stability.
Create/maintain strategic/work plans for BMA Steering/Subcommittees.
Coordinate and provide project management for BMA programs such as the Summer
Youth Experience.
Engage/develop African American youth through programs and policy.
Engage African American men through policy efforts.

This position is under-resourced to address the variety of policy related issues and summer
youth engagement program that is the heart of the BMA.

Create a City-wide Disability Equity Initiative, including training, demographic study and
collection, and goals and strategies
The need exists to create a Disability Equity component similar in scope to the racial equity
components of training, tools, goals, and strategies. This initiative has not been addressed to its
fullest due to the lack of internal capacity and resources to accomplish the goals needed to be
successful. There has been some coordination with the Bureau of Human Resources, but
neither BHR nor OEHR have the resources individually or collectively to accomplish what is
needed to achieve the desired outcomes.
Support City Bureaus in implementation of their five-year Racial Equity Plan
OEHR provides bureaus with direct technical assistance, training, facilitation services, and
research on best practices. OEHR convened bureaus into three cohorts in similar phases of the
process. Monthly meetings of each cohort were an opportunity to share challenges/successes,
receive guidance on managing this process, and solicit advice from peers. OEHR provides in
depth review of all bureaus’ draft plans and a formal review of each final plan. OEHR also
provides communication support for the internal and public rollout of these plans.
Currently, the person staffing this work is part-time, limited term. There is no current staff that
would be able to engage bureaus with the depth and breadth needed to address the
deficiencies noted in their plans, and assist in achieving the bureaus’ goals that have been
identified in the plans.
Providing an equity specialist who would be specific to a bureau, with greater understanding of
the bureau’s work and culture, would allow for the best model for success of the equity plans,
and therefore, moving toward greater equity internally and in service delivery to all
Portlanders. There is currently no capacity to assist in any real way in an on-going, structured
manner.
Launch the Fellowship for Racial Equity (FRE) program, a year-long intensive training cohort
to build organizational capacity to achieve Racial Equity goals throughout the bureaus
This initiative has been put on hold while the development and rollout of the new Racial Equity
Tool has taken place. This need has been identified numerous times by various bureaus wanting
this type of tool to assist them in their overall equity work. The tool creation, training, and
implementation processes are underway.

Support all bureaus through training, resources and technical assistance
OEHR responds to requests for information, policy review and assistance, climate and cultural
concerns, bureau specific training, and responds to national issues that impact City staff,
etc. This is the heart of the work that OEHR accomplishes. Usually on an ad-hoc basis, we
respond to requests for assistance, or recognize the need for an equity analysis (e.g., arts tax),
Title II or Title VI analysis, disability equity analysis (e.g., taxi/UBER issues), request for bureauspecific training or facilitation, communications assistance, language access issues, community
engagement issues, etc. This is the work that each of the OEHR staff perform daily, in addition
to or as a specific part of their work, and there is no capacity to just shift their work to a
different model without additional staff.

PROPOSED STAFFING MODEL
The centralized program would focus on supporting the following areas of equity work and
filling in the gaps as described above:
Bureau Equity Plans
Annual review:
•

OEHR will provide support for monitoring and tracking the progress, challenges, and
successes of the City’s racial equity plans.

•

OEHR will review the bureaus’ yearly updates and provide feedback including
suggestions for improvements or changes to the Plan.

•

OEHR will compile the reports received from bureaus and present a summary to Council
on an annual basis, including OEHR’s analysis and suggestions.

Implementation:
•

OEHR Equity Specialists will work to support their assigned bureaus in implementing
their plans, which includes everything from hiring and retention, to internal climate and
culture, to delivery of the bureau’s services.

•

OEHR is a central point of contact for questions, training and support during the
implementation process. In developing the plans, OEHR has worked with cohorts from
bureaus who were in similar phases of the process. Monthly meetings of each cohort
will be an opportunity to share challenges/successes, receive guidance on managing this
process, and solicit advice from their peers.

•

OEHR will design and make resources available such as the Roadmap webpage, which
includes background and training materials, sample materials, frequently asked
questions, and contact information for specific assistance.

Racial Equity Tool Kit (RET)
Racial equity tools are designed to integrate explicit consideration of racial equity in decisions,
including policies, practices, programs, and budgets. It is both a product and a process. Use of a
racial equity tool can help to develop strategies and actions that reduce racial inequities and
improve success for all groups.
A racial equity tool:
•
•
•
•
•

proactively seeks to eliminate racial inequities and advance equity;
identifies clear goals, objectives and measurable outcomes;
engages community in decision-making processes;
identifies who will benefit or be burdened by a given decision, examines potential
unintended consequences of a decision, and develops strategies to advance racial
equity and mitigate unintended negative consequences; and,
develops mechanisms for successful implementation and evaluation of impact.

OEHR will provide training to key bureau staff on how to utilize the tool kits in their bureaus.
Equity Specialists will assist their assigned bureaus in employing the RET to policy and
programs, analyzing the results and identifying best practices for reducing disparities and racial
inequities.
Metrics and Outcomes
•

OEHR will work with bureaus to identify meaningful outcomes and data collection
systems for measuring progress.

Training
•

OEHR will continue to design and deliver training. Equity specialists can advise, design
and in some circumstances deliver advanced and/or topic specific training for their
assigned bureaus to complement the citywide trainings that OEHR offers.

Budget Equity Tool
•

Equity Specialists will be available to consult with their assigned bureaus on the
development of their budget for alignment with their Racial Equity Plan, the Citywide
Racial Equity Goals and Strategies, and the completion of the Budget Equity Tool

Policy Development/Review
•

OEHR will facilitate an RET analysis on resolutions and ordinances for elected officials
and bureau directors as needed or requested.
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RESOURCES NEEDED FOR FULL IMPLEMENTATION
Adequate staffing for all bureaus currently without equity managers (who will continue to be
supported with OEHR city-wide initiatives and resources) will require four additional FTE with
appropriate M&S and operating budget. This, in conjunction with the current equity managers
in five bureaus, would allow full coverage of all City bureaus and council offices.
The current Senior Policy Advisor would supervise staff and provide program oversight in
addition to current duties. There would be a re-alignment of a current Principal Management
Analyst position to conform to the new needs and requirements of managing the equity
specialists and performing the work similar to the current Senior Policy Analyst.
It is expected that, similar to HR Business Partners or Budget Office analysts, Equity Specialists
would have two to three bureaus in their portfolios. Senior Equity Managers could/would be
responsible for one bureau each. Several of the smaller or more external facing bureaus would
have significantly fewer needs, e.g., Office of Government Relations, Fire, Police Disability
&Retirement, and Bureau of Emergency Communications. At a minimum, and including the
equity managers currently in place, this would allow specific coverage for up to 19 bureaus,
with those noted above receiving support as needed.
RESOURCES NEEDED FOR PARTIAL IMPLEMENTATION
Partial staffing for some bureaus currently without equity managers (who will continue to be
supported with OEHR citywide initiatives and resources) will require at least two additional FTE
with appropriate M&S and operating budget. This, in conjunction with the current Equity
Managers in five bureaus, would allow the needed support for bureau equity plans to continue.
One of these staff would maintain support for the equity plans while also having a minimum
portfolio of bureaus as an Equity Specialist, while the other would a normal staffing of bureaus
in their portfolio. Therefore, with each of these two equity specialists having one to three
bureaus to support, the bureau Equity Managers, and the Senior (OEHR) Equity Managers, this
would allow specific support for up to 10 bureaus.
NOTE: Providing staff support to the Bureau Equity Plans is an immediate need in order to
continue to move and institutionalize the implementation of equity within the bureaus and
throughout Portland city government.

Budget Note Update Template
Instructions to bureaus: Please follow the below format when completing your bureau budget note
update(s). Complete the below format for each FY 2015-16 budget note, and combine into a single word
document. Please be concise and provide objective information. The information you provide will be
placed on the CBO website.

Office of Equity & Human Rights
Date of Update: 9/12/2016
Budget Note Title: Staffing Plan
Budget Note Language: Council directs the Office of Equity & Human Rights to carry out an assessment
to identify a staffing model that will allow the bureau to balance its programmatic, training, and policy
needs in order to meet its mission and mandate as set by Council. This staffing model should include a
proposed structure for coordinating Citywide equity efforts across all bureaus. If the Office of Equity
determines that additional skillsets or capacity are required to meet its organizational goals, the staffing
plan should note opportunities to cross-train existing employees and/or to contract with outside entities
to fulfill those needs. The bureau shall provide a staffing plan to City Council by December 1, 2016 so
that the recommendations may be discussed prior to FY 2017-18 budget development
Summary Status: Complete
Budget Note Update: In advance of the December 1st deadline set forth in this budget note, OEHR has
completed a staffing assessment and proposes a centralized staffing model to serve the growing need of
bureaus for technical assistance and education. This centralized model would increase the level of
assistance, ensure focused and consistent methodology and practice across bureaus, and promote fiscal
efficiency by eliminating the need for additional bureaus to find funding for equity positions. See
attached report for detail.

CBO Discussion and Recommendations
FY 2016-17 Fall BMP
Bureau: Office of Equity & Human Rights

Type: New Request

Request: OE_001 - Implement Centralized Service Delivery Model
Fall BMP

Fall BMP

Fall BMP

Requested
Adjustments

CBO/Council
Changes

Total
Adjustments

EXPENDITURES
Personnel Services
External Materials and Services

243,460
20,000

0
0

243,460
20,000

TOTAL EXPENDITURES

263,460

0

263,460

REVENUES
General Fund Discretionary

263,460

0

263,460

TOTAL REVENUES

263,460

0

263,460

2.33

0.00

2.33

2.33

0.00

2.33

FTE
Full-Time Positions
TOTAL FTE

Bureau Description:
City Council included a budget note in the FY 2016-17 Adopted Budget directing OEHR to "...carry out an assessment to identify a staffing
model that will allow the bureau to balance its programmatic, training, and policy needs in order to meet its mission and mandate as set by
Council." OEHR completed this assessment in advance of the December 1, 2016 deadline and is submitting it as part of the Fall BMP.
OEHR proposes a centralized staffing model to serve the growing need of bureaus for technical assistance and education. In order to
implement a portfolio model similar to HR Business Partners or Budget Office analysts, OEHR is requesting funding to support four new
full-time equity specialists -- each of whom would support and advise a portfolio of city bureaus. This, in conjunction with the current Equity
Managers in five bureaus, would allow full coverage of all city bureaus and council offices.
Under this centralized model, authority and responsibility for equity programs and policies would no longer be so widely dispersed throughout
the City. Rather, it would ensure an increased the level of assistance, focused and consistent methodology and practice across bureaus,
and fiscal efficiency by eliminating the need for additional bureaus to find funding for equity positions.
Please refer to OEHR's "Staffing Assessment & Centralized Service Delivery Model" report submitted as part of the Fall BMP for additional
detail.
CBO Discussion and Recommendation

9/12/16 14:13
sap_b_dp_summary
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CBO Discussion and Recommendations
FY 2016-17 Fall BMP
Bureau: Office of Equity & Human Rights

Type: New Request

Request: OE_002 - Equitable Contracting & Purchasing Commission
Fall BMP

Fall BMP

Fall BMP

Requested
Adjustments

CBO/Council
Changes

Total
Adjustments

EXPENDITURES
Personnel Services
External Materials and Services

26,320
8,680

0
0

26,320
8,680

TOTAL EXPENDITURES

35,000

0

35,000

REVENUES
General Fund Discretionary

35,000

0

35,000

TOTAL REVENUES

35,000

0

35,000

0.29

0.00

0.29

0.29

0.00

0.29

FTE
Limited Term Positions
TOTAL FTE

Bureau Description:
On February 25, 2015, ordinance 187030 was passed by Council to establish the Commission on Equitable Contracting and Purchasing
(ECPC) to increase inclusion of minorities and women in the workforce on City-funded projects. At the request of the mayor, OEHR is
requesting $35,000 in unspent FY 2015-16 budget from the Mayor's Office to fund a half-time program coordinator to support of the ECPC
initiative. Responsibilities woudl include:
• Coordinating with the Chair and the ECPC, the work to create and submit periodic reports at least annually on utilization to the Council,
including data on City spending and contract awards to minorities and women owned-business and data on minorities and women in the
construction workforce on City-funded projects.
• Coordinating with the ECPC to host a minorities and women-owned business summit designed to solicit direct community feedback and
reporting about the effectiveness of the City's policies, processes and programs to increase minorities and women owned business in City
contracting and to increase minorities and women in the construction workforce on City funded projects.
• Assisting the Chair in presenting a status report of Commission work to the Fair Contracting Forum on a regular basis.
• Providing staff support necessary for the conduct of the Commission work, as well as coordinating assistance from other bureaus, as
directed by the Chair and Mayor’s Office.
• Coordinating the collection of data from City bureaus, who will be responsible for submitting procurement plans and recording their actual
utilization.
• Assisting the Mayor's Office, which shall serve as a liaison between the Commission and city bureaus, to facilitate the exchange of data
and information.
• Administratively managing resources provided by City Council and City bureaus for successful implementation and ongoing operations of
the ECPC.
CBO Discussion and Recommendation
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CBO Discussion and Recommendations
FY 2016-17 Fall BMP
Bureau: Office of Equity & Human Rights

Type: New Request

Request: OE_003 - Racial Equity Roadmap Support

EXPENDITURES
Personnel Services
External Materials and Services
Internal Materials and Services

Fall BMP

Fall BMP

Fall BMP

Requested
Adjustments

CBO/Council
Changes

Total
Adjustments

15,000
(5,000)
(5,000)

0
0
0

15,000
(5,000)
(5,000)

TOTAL EXPENDITURES

5,000

0

5,000

REVENUES
Intergovernmental Revenues

5,000

0

5,000

TOTAL REVENUES

5,000

0

5,000

Bureau Description:
OEHR is requesting Council approval for three minor budget adjustments to reallocate $15,000 to fund part-time staff support of the Racial
Equity Roadmap process. This will be accomplished by consolidating staff space to lower office lease costs; reducing employee
development budget by 50% on a one-time basis; and realizing $5,000 of intergovernmental revenue from the City of Oakland for ongoing
executive loan services provided by the OEHR director.
CBO Discussion and Recommendation
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CBO Discussion and Recommendations
FY 2016-17 Fall BMP
Bureau: Office of Equity & Human Rights

Type: Encumbrance Carryover Request

Request: OE_004 - Encumbrance Carryover
Fall BMP

Fall BMP

Fall BMP

Requested
Adjustments

CBO/Council
Changes

Total
Adjustments

EXPENDITURES
External Materials and Services

2,000

0

2,000

TOTAL EXPENDITURES

2,000

0

2,000

REVENUES
General Fund Discretionary

2,000

0

2,000

TOTAL REVENUES

2,000

0

2,000

Bureau Description:
OEHR is requesting Council approval to carry over $2,000 to fund the remaining work on a professional services contract for the
Culturally-Specific Mentorship Pilot. This pilot program has been successful and is now being implemented more broadly.
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Office of Equity & Human Rights
Performance Measures

Performance Measure

Type

FY 2013-14
Year-End
Actuals

FY 2014-15
Year-End
Actuals

FY 2015-16
Adopted
Budget

FY 2015-16
Year-End
Actuals

FY 2016-17
Adopted
Budget

OE_0012 - Number of City employees who received equity trainings EFFECTIVE
annually

376

662

800

1,637

750

OE_0016 - Percentage of bureaus that have begun implementation
of their Racial Equity Roadmap

0%

0%

80%

100%

90%

OE_0019 - Number of requests to PCOD for advice, consultation, or WORKLOAD
technical assistance by City bureaus or elected officials

0

6

10

2

10

OE_0021 - Number of HRC advisements, consultations, or technical EFFECTIVE
assistance provided to City bureaus and elected officials offices

0

3

4

2

5

OE_0023 - Number of bureau consultations regarding Title II / Title
VI

WORKLOAD

0

52

50

100

60

OE_0025 - Number of requests by City bureaus or elected officials
for equity consultation or technical assistance

WORKLOAD

0

10

12

15

12

OE_0026 - Number equity consultations resulting in change in
policy, practice, or service

EFFECTIVE

0

4

8

6

8

OE_0027 - Percentage of City workforce that are employees of color EFFECTIVE

18%

18%

21%

20%

18%

OE_0028 - Percentage of City management that are employees of
color

KPM

14%

20%

18%

16%

19%

OE_0030 - Percentage of bureaus that have translated essential
documents into the ten safe harbor languages

KPM

0%

0%

90%

48%

90%

OE_0033 - Number of City bureaus who have contacted OEHR to
assist in developing their Title VI Compliance Review/Assessment

WORKLOAD

0

0

3

0

5

OE_0034 - Percentage of ADA Title II Transition Plan barriers
removed by City bureaus each year

KPM

0%

23%

80%

34%

90%

OE_0036 - Percentage of City employees that have completed
Equity 101 training

KPM

7%

18%

32%

54%

44%

OE_0037 - Number of participants who engaged in BMA
sponsored/hosted activities or programs

EFFECTIVE

0

0

200

590

200
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Office of Equity & Human Rights
Performance Measures

Performance Measure

Type

FY 2013-14
Year-End
Actuals

FY 2014-15
Year-End
Actuals

FY 2015-16
Adopted
Budget

FY 2015-16
Year-End
Actuals

FY 2016-17
Adopted
Budget

Performance Measure Variance Descriptions
[OE_0012 – Number of City employees who received equity trainings annually] - This number exceeded OEHR's forecast. It is attributable to Council approving
that Equity 101 training is now mandatory for all city employees, as well as to OEHR's mobilization of staff resources to this end.
[OE_0016 – Percentage of bureaus that have begun implementation of their Racial Equity Roadmap] - This measure also exceeded OEHR's forecast. This is
due primarily to OEHR hiring a temporary project coordinator to work extensively with bureau teams on their plans. Unfortunately, OEHR does not have on-going
funding for this position and anticipates losing resource going forward.
[OE_0019 – Number of requests to PCOD for advice, consultation or technical assistance by City bureaus or elected officials] - This number is below forecast.
The variance is due primarily to changes occurring within PCOD, which have included a major membership succession/transition and a re-examination of
PCOD’s mission and functioning, which is on-going.
[OE_0023 – Number of bureau consultations regarding Title II/Title VI] - This number exceeded forecast. This is primarily due to increased awareness by
bureaus of requirements of both Title II and Title VI. OEHR has increased communication in regard to Title VI requirements and will soon present the City’s
Language Access Plan.
[OE_0028 – Percentage of City management that are employees of color] - OEHR’s forecast was for the City’s managers of color percentage to be 18%, while
the actual percentage was 16%. THis measure is a proxy -- measuring the SAP timesheet approval structure, rather than true supervisory status. Since exit
information is not centrally collected currently, this may be an opportunity for Council to request that BHR collect information on why employees of color leave
City employment. It may also be appropriate to track individual bureau performance in this area.
[OE_0030 – Percentage of bureaus that have translated essential documents into the ten safe harbor languages] - This number was below OEHR forecast and
identified issues with this measure which will be changed for 2016-17.
[OE_0033 – Number of City bureaus who have contacted OEHR to assist in developing their Title VI Compliance Review/Assessment] - The work associated
with this measure is still in progress. OEHR expects to provide guidance to bureaus this fiscal year, as well as establishing a tracking system.
[OE-0034 – Percentage of ADA Title II Transition Plan barriers removed by City bureaus each year] - For FY 2015-16 OEHR was overly optimistic in its forecast
for this measure. City bureaus are restricted in the number of barriers they may be able to remove each year, depending upon their capital improvement
budgets. This measure may change as it may not reflect what bureaus are actually accomplishing in regard to this work. Some bureaus actually accomplished
100% of their annual goals re: barrier removal. Another issue which will impact OEHR’s continuing ability to monitor this work is the loss of funding for the
position which monitored this work.
[OE_0036 – Percentage of city employees that have completed Equity 101 training] - OEHR exceeded forecast for this measure, for the same reasons cited in
the discussion of measure OE_0012 above.
[OE_0037 – Number of participants who engaged in BMA sponsored activities or programs] - OEHR exceeded forecast in this measure. This variance is due to
improved outreach and program coordination as a result of having a permanent program coordinator in place, plus additional staff resources in the form of a
Summer Works intern. The result was improved coordination and collaboration with Multnomah County and community partners. The success of the Convening
and other BMA events created positive media coverage which also helped bring in more participants.
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Prior Year Business Area Reconciliation Report
General Fund
FY 2015-16
Revised
Budget

FY 2015-16
Year-End
Actuals

Percent
of Actuals
to Revised

Office of Equity & Human Rights
EXPENDITURES
Personnel Services

$1,544,524

$1,530,003

99%

External Materials and Services

$185,869

$170,841

92%

Internal Materials and Services

$135,662

$133,198

98%

$1,866,055

$1,834,042

98%

Charges for Services

$4,300

$4,300

100%

Interagency Revenue

$5,823

$5,823

100%

$57,540

$47,506

83%

$1,282,304

$0

0%

$516,088

$0

0%

$1,866,055

$57,629

3%

TOTAL EXPENDITURES
REVENUES

Miscellaneous
General Fund Discretionary
General Fund Overhead
TOTAL REVENUES

Bureau Reconciliation Narrative
Bureaus are required to report on variances of 10% or more. OEHR's only such variance was in miscellaneous revenues and
was due to changes in the timelines associated with the City of Oakland executive loan intergovernmental agreement. This IGA
has been extended into FY 2016-17 and OEHR is requesting to appropriate some of these revenues in the Fall BMP.
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