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[bookmark: _Toc399665865]Executive Summary 

This report outlines findings and recommendations from a consultancy with the Office of Equity and Human Rights (“Office of Equity”) on the development of a strategic plan for the Portland Commission on Disability (“PCOD”). The request for proposals defined the work as follows:

“The City of Portland (hereafter referred to as The City) is seeking a consultant to work with The Commission on Disability and Disability Equity staff to create a strategic proposal that will meet the needs of The City, the members of the Commission and Portlanders with disability for the foreseeable future.”[endnoteRef:2] [2: Endnotes:

 RFP 00000868, 8 March 2018, page 3.] 


The foundational question the Office of Equity and PCOD need to consider is this: what is the best way to ensure that persons with disabilities in the community are sufficiently consulted and able to provide feedback on the programs and services managed by the City? 

The City could pursue one of three broad paths or options. 

First, maintain the status quo, where PCOD functions as a Type 1 Board that reports to Council and receives requests for input from different bureaus (mostly from the Portland Bureau of Transportation (“PBOT”), as explained below), and advocates for improved accessibility through PCOD’s sub-committees on Accessibility and the Built Environment (“ABE”), and policy. There are some drawbacks to this approach. First, PCOD does not have the capacity to be a sounding board on all matters pertaining to disability for all the City’s bureaus. As discussed in the findings, it barely has the capacity to be a sounding board for PBOT. Second, PCOD’s capacity to define and advance its own strategic objectives is diminished when it is pulled into various design and review efforts. 

A second option is geared toward hiring new or assigning current staff from the Office of Equity to do more work on disability equity, while utilizing support from staff from other bureaus who have disability inclusion as essential functions. This has clear budget implications, and would require the City to expend greater resources (staff as well as materials).  

The Office of Equity would be responsible for implementing a series of recommendations to ensure the community of persons with disabilities are engaged, and would support efforts by City bureaus to be more inclusive of persons with disabilities in programs, and during recruitment, hiring, and onboarding processes. Office of Equity staff may want to consider transforming PCOD into a Type 3 Board that reports to a specific individual, most likely the Director of the Office of Equity.

This option would foresee the expansion of PCOD’s mission to include working towards disability equity, and OEHR staff should be tasked with supporting PCOD’s efforts to build or strengthen working relationships with key bureaus such as Office of Community and Civic Life (“Office of Civic Life”). The collaboration with Civic Life would center on helping other bureaus take more responsibility for consulting with and actively involving a broader subset of the disability community. PCOD would then have more capacity to dig deeper on priority advocacy issues (discussed in more detail below) based on input from the community.

A third approach would focus on setting the foundation for multi-jurisdictional collaboration with the County and Metro. After a few conversations with different stakeholders, it was determined that the City is not ready to pursue this, but it may want to consider it later.

Four main findings have led to the conclusion that the second approach is the most appropriate. They are summarized below.

Finding 1: PCOD is not aligned with its charter and mission
PCOD has fallen out of compliance with its original charter, and membership is critically low. A new charter was developed two years ago, under Director Dante James to assuage tensions between members and the Executive Committee, but the new charter does not keep to the original intention of the Commission created in the 2008 resolution. Some members on PCOD have had their terms expire, and others have not had their appointments confirmed by the City. PCOD members see that expanding its mission can better achieve justice for members of the disability community. 

Recommendation 1: Revise the charter, regulate membership and expand the mission of PCOD
The Office of Equity and PCOD should revise PCOD’s Charter and expand its mission. New bylaws should make the following changes: while the sponsoring bureau would remain the Office of Equity, PCOD should advise the Office or one Elected-in-Charge. This will shift PCOD from a Type 1 Board to a Type 3 Board, and relax procedural requirements. A Chair and Deputy Chair should be re-introduced (in line with forthcoming city-wide guidance from Office of Civic Life on commissions), and a coordinating committee, with clear leads for standing sub-committees, would be maintained. While the original charter appointed 31 commissioners, PCOD would function better with 12-15 members. Members should reflect the diversity of the community. The issue of appointments needs to be regulated by the Office of Equity. The mission should be expanded beyond its current focus on accessibility. PCOD could then define and continue to pursue specific disability advocacy initiatives aimed at great equity. 

Finding 2: Office of Equity support on disability has been insufficient
The Office of Equity has struggled to establish and integrate the priority of disability equity. The Office of Equity has not included disability equity in its use of the Equity Manager positions, and the bureaus that have Equity Managers have not prioritized disability equity. PCOD has not received sufficient guidance or support from senior leadership within the Office, and the Office’s website neither provides enough up-to-date information on disability generally, nor on PCOD in particular.  

Recommendation 2: Strengthen the Office of Equity’s capacity to support PCOD
The Office of Equity should consider how to use the Bureau Advisory Committee  (“BAC”) to share information about PCOD, and support PCOD to pursue opportunities to be placed on and participate in the work of other city bodies. Senior leadership should use their social capital to strengthen PCOD’s relationships with City Commissioners and key bureaus. Designated Equity Managers and equity leads should be utilized to advance disability equity within their bureaus. Additional staff should be allocated to support PCOD, especially to ensure specific sub-recommendations can be developed and implemented.
 
Finding 3: PCOD members need more support and to be held accountable
The current members of PCOD have not been onboarded, and thus have an incomplete understanding of how the City works, and the roles and responsibilities of commissions. The Office of Equity has not focused sufficiently on recruitment, retention, and professional development of PCOD members. PCOD members may need Office of Equity staff support to develop strategies and identify tangible actions to pursue their advocacy objectives. 

Recommendation 3: Provide more hands-on support to PCOD
The Office of Equity should allocate more staff resources, revise onboarding materials, develop a code of conduct with PCOD members, develop an advocacy guide, develop and implement an outreach and recruitment plan, and individual workplans to strengthen PCOD’s capacity. Dedicating more staff time to PCOD can nurture its development and improve its effectiveness. Training on how the City functions and the role of advisory bodies should be mandatory for all members of PCOD.

Finding 4: City Commissioners and their Staff state they are unfamiliar with PCOD’s work
PCOD reports to City Council per its Charter. However, City Council has indicated they have had limited interaction with PCOD. City Council has expressed a desire to hear more from PCOD, through letters, testimony before council, and other avenues. City Council would welcome a clear articulation of PCOD’s objectives, and well-defined initiatives to realize them. 

Recommendation 4: Build PCOD’s working relationships 
The Office of Equity can support PCOD through developing memoranda of understanding between PCOD and different key stakeholders, including the Office of Civic Life, the Bureau of Human Resources and bureaus that have Equity Managers. PCOD should cultivate relationships with City Council and with their staff, specifically around the main priorities of City Council to the extent they align with PCOD’s priorities.

These findings have been informed by a review of relevant City documents, interviews with stakeholders at the City and from other jurisdictions, several focus group discussions with PCOD members. The consultancy timeframe ran from the end of May until the end of September 2018.

An implementation plan outlining specific actions to be taken accompanies this strategic proposal. That plan indicates which office should be the lead for different actions, provides a rough time-line, information about resources and methods, and what decisions are to be taken or what work products will be completed. The time-line assumes funds will be earmarked for increasing staff support for PCOD from .5 FTE to 1.0 FTE. It also assumes the creation of a Disability Equity Specialist, who would lead the development of disability equity strategy, and support bureaus to develop equity plans that are inclusive of persons with disabilities of all backgrounds (race, gender, sexual orientation, country of origin, etc.). 
[bookmark: _Toc399665866]I. Introduction

The Portland Commission on Disability (“PCOD”), established by a Council resolution 36658 in December 2008, created its own bylaws and an action plan. It is considered a Type 1 body, which reports to City Council, and follows public meeting laws. Guidance on the creation of bylaws included the following requirements: appointments to be made formally by City Council, a full commission comprises 31 members, the majority of whom are to be persons with disabilities, terms last three years, an Executive Committee, and designated liaisons to different bureaus.

Thirty members were appointed on 1 October 2009 and attention was given to ensure diversity of its membership (persons with lived experience, service providers, professionals working on disability, persons with different types of disabilities, etc.). The initial bylaws were passed also on 1 October 2009. Initially the Disability Program Coordinator at the Office of Neighborhood Involvement was slated to provide staff support. The bylaws also provided guidance on the composition and functioning of the Executive Committee, Standing Committees, ad hoc committees, defined quorum, and established procedures (a simple majority of PCOD members) for making changes to the bylaws. 

The Office of Equity was created in 2011, and its charter placed PCOD as one of two advisory bodies (along with the Human Rights Commission). The mandate of the Office of Equity has been to work on race and disability. Its mission states that the Office:

“provides education and technical support to City staff and elected officials, leading to recognition and removal of systemic barriers to fair and just distribution of resources, access and opportunity, starting with issues of race and disability.”[endnoteRef:3] [3:  Office of Equity mission statement, accessed on 27 August 2018 from https://www.portlandoregon.gov/oehr/62229 ] 


While the resolution establishing the Office of Equity clearly states “the need for the City to lead with race and ethnicity as a starting focus” it also places an emphasis on “disabilities to be an initial priority for the City and the Office.”[endnoteRef:4] [4:  Ordinance creating the Office of Equity, 184880, as amended, 21 September 2011, page 2, accessed on 27 August 2018 from https://www.portlandoregon.gov/oehr/article/449202] 

That dual emphasis was part of Council’s directive to the Office of Equity: 

“The Office of Equity and Human Rights will lead with race and ethnicity as a starting focus and also address disparities for people with disabilities, as initial priorities. The focus of new work will be internally oriented, designing systemic changes within the City of Portland government.” [endnoteRef:5]  [5:  Ordinance creating OEHR, 184880, as amended, 21 September 2011, pages 3-4, accessed on 27 August 2018 from https://www.portlandoregon.gov/oehr/article/449202] 


In 2016 the Office of Equity hired a consultant, Carri Munn, to conduct an organizational assessment of PCOD, and to collect feedback from stakeholders. The report from that consultancy included a set of recommendations about PCOD’s focus. The top three recommendations to Munn from City Commissioners and Bureau Directors were summarized as follows: research best practices, join advisory groups, and organize trainings. In particular, Munn recommended that PCOD learn more about the priorities of elected officials and bureau directors, and develop strategies and tangible actions to ensure the views of persons with disabilities are taken into account.[endnoteRef:6]  [6:  Munn, Carri (2016), Organizational Assessment Summary and Recommendations, page 4] 


The need to improve PCOD’s internal capacity also featured prominently in the Munn assessment. Her report noted the need to:

· “Clarify purpose and behavioral expectations; 
· Structure meetings and courses of action with timelines; 
· Improve communication, quality of meeting notes, and feedback loops from Subcommittees to PCOD;  
· Recruit for diversity, expertise, and skills needed on the Commission; and 
· Strengthen orientation and leadership development for Commissioners.”[endnoteRef:7] [7:  Munn, Carri (2016), Organizational Assessment Summary and Recommendations, page 2] 


In terms of strengthening PCOD’s internal capacity, it was recommended that the Office work to “increase Commissioners’ understanding of how the City operates and how to most effectively influence policy and practice,” to develop transparent guidelines on “how PCOD operates and how to best contribute to Commission activities,” to “provide orientation and mentorship to incoming Commissioners,” and to “develop recruitment priorities” based on PCOD’s workplan.[endnoteRef:8] [8:  Munn, Carri (2016), Organizational Assessment Summary and Recommendations, page 4] 


In 2016 PCOD changed their internal structure, disbanding the Executive Committee and placing in its stead a newly formed Coordinating Committee. At that time PCOD also discontinued the practice of having a Chair and Deputy Chair for PCOD. These steps were seen as being responsive to Munn’s recommendations. 

Currently nine members comprise the full commission.[endnoteRef:9] The Coordinating Committee, which is open to all members of PCOD, meets regularly to discuss work brought to the Committee, set the agenda for full commission meetings, and makes recommendations for the full commission and sub-committees. The full commission advises City Council and bureaus on accessibility (per PCOD’s current mission). There are two sub-committees: Accessibility and the Built Environment (“ABE”), and Policy. ABE looks at barriers in the built environment and works to identify remedies or solutions. The Policy subcommittee “works on issues specific to policy including but not limited to: Model employment, emergency and safety, public involvement and educational best practices.”[endnoteRef:10] [9:  One member just resigned, bringing the number down to nine. ]  [10:  PCOD structure (undated), power point presentation (part of Onboarding material), accessed on 6 September 2018 from https://www.portlandoregon.gov/oehr/73179, page 1] 

[bookmark: _Toc399665867]II. Methodology and Scope

Focus group discussions and key informant interviews were held with three main target audiences: PCOD members, City staff, including City Commissioners and their staffs, and representatives from other jurisdictions that work with commissions and/or advisory bodies.

Four focus group discussions were held with PCOD to examine their mission, their key accomplishments to date, their objectives, and their working relations with internal and external stakeholders. During the course of those discussions consensus was reached on an expanded mission (beyond accessibility) and the identification of main areas of work. This is discussed in more detail in the findings and recommendations sections.

Interview guides were used in conversations with City staff and representatives from other jurisdictions. Key informant interviews were held with Office of Equity staff, City Commissioners and their staffs, Equity Managers at several key bureaus, and allies who work on disability within the Bureau of Human Resources, and Community and Civic Life.

Interviews were conducted with a range of stakeholders in the Portland region and with similar offices and commissions in other cities. A complete list of persons interviewed is included as Appendix 1. A short questionnaire specifically for City Commissioners and their staff is included as appendix 2. Six individuals provided responses, including at least one person from the offices of each of the City Commissioners.

In terms of scope for the strategic plan, three approaches were considered:

1. Reconsideration of objectives and tactics only

A narrow focus on the identification and articulation of PCOD’s objectives, and tactics by which it could/should achieve them.  This would not envision an increase in allocation of resources to support PCOD’s development. The Charter would be brought into alignment and the mission would be expanded (per the first finding and recommendation), but the other recommendations would not be pursued (since they require deeper engagement and more resources). 

	2. Invest more in PCOD

The focus of this approach is to provide the Office of Equity staff time to invest in team-building and developing an outreach and recruitment plan (similar to the one undertaken by the Portland Committee on Community Engaged Policing or PCCEP). Office of Equity staff would facilitate the development of an disability equity training (with input from PCOD members) for Equity Managers and equity leads, and PCOD could advise on efforts to pilot disability equity initiatives across a few bureaus.  Concurrently, Office of Equity staff, in tandem with Civic Life, would support bureaus to be responsible for meaningful outreach inclusive of persons with disabilities. This approach would require the City to allocate funds to ensure the work is done. The past six years have shown that the Office of Equity is not able to adequately support disability equity with current staff allocations. This should not be read as a critique of those staff. Rather the City must recognize current staff need more support to advance equity for persons with disabilities.

3. Exploration of multi-jurisdictional solutions

The merits were explored of reaching out to Multnomah County and to Metro to establish a multi-jurisdictional advisory body.  Initially staff at the Office of Equity encouraged the exploration of a multi-jurisdictional advisory body. The case for a multi-jurisdictional body is based on the fact that persons with disabilities experience a lack of access and discrimination in all spheres of life, not just with one bureau or program or service administered by one entity. Stakeholders at Metro and the County expressed interest in having a conversation on what that could look like, but given their different starting points, it would be premature to expend significant energy on pursuing a multi-jurisdictional body at this time. This could be considered at a later stage.

After initial conversations with PCOD and staff at the Office of Equity it became apparent that focusing solely on identifying objectives and actions for PCOD members (option 1) would be insufficient, and that an exploration of multi-jurisdictional solutions (option 3) would be premature. 

The City may also want to consider a fourth option, the establishment of an Office on Disability. Some of the stakeholders from different jurisdictions mentioned their offices on disability, often linked to the Offices of the Mayor. At this juncture it was unclear whether there is political will amongst City Commissioners for setting up a separate office, but this may be something the City considers more deeply further down the line.
[bookmark: _Toc399665868]III. Questions Beyond this Consultancy’s Scope

There are several larger questions beyond the more narrow scope of this consultancy. They are raised here and discussed in more detail in Appendix 3. 

1. What is the value added of commissions generally?

2. What characteristics of commissions are best suited to advance the work of commissions?

3. Are changes needed when members of a commission represent historically underserved populations?

4. Are the expectations of City Council realistic given the level of support provided to commissions generally and PCOD in particular? 

The findings provide some data, albeit incomplete and limited to a sample size of one commission, on these questions. To be clear, these questions were not included in any interview guide, and were not directly asked. That said, during the course of the various conversations, stakeholders shared some pertinent reflections that addressed or responded to these questions.
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Conversations during the course of this consultancy have echoed the sentiments expressed previously by stakeholders and documented in Munn’s report to the Office of Equity in 2016. 
[bookmark: _Toc399665870]1. PCOD is not aligned with its charter and mission

The bylaws have been amended several times, and the composition of PCOD has changed dramatically. While the 2009 bylaws state that a simple majority of PCOD members can change bylaws, Community and Civic Life is revising guidelines for boards and commissions currently, and forthcoming guidance is expected to require commissions to seek approval for any changes they want to make to their bylaws.[endnoteRef:11] [11:  Propser, Judy, email communication, 7 September 2018, on file with author.] 

 
In 2016 PCOD adopted a Charter that states there shall not be less than 21 members.[endnoteRef:12] That Charter discontinues the position of Chair and Deputy Chair, and establishes a Coordinating Committee in place of the Executive Committee. Those changes are at also odds with the City Council’s founding Resolution, specific directives therein, and PCOD’s initial bylaws.[endnoteRef:13] [12:  Portland Commission on Disability (2016), Charter and Protocols, page 5.]  [13:  Similar committees in other jurisdictions all have Chairs and Co-Chairs, as do the other committees (A Home for Everyone, Age-Friendly Portland, PCCEP, Committee on Racial Equity at Metro) that were contacted in Portland.] 


There are only nine members on PCOD now, and there are questions whether they have sufficient breadth in terms of community representation, and social capital to engage their diverse communities. Council has appointed just four of the nine members, and two of those four have had their terms expire. The original bylaws state that at no time can quorum be less than six members. The 2016 Charter states that quorum is met by half of the appointed members plus one. These provisions are contradictory and need to be resolved.

[bookmark: _Toc399665871]2. The Office of Equity’s support on disability has been insufficient

Conversations with stakeholders and the responses to the questionnaires reveal there is consensus that the Office of Equity has not balanced the twin priorities of race and disability.[endnoteRef:14] Disability has been relegated to the back burner. Equity trainings, which have been delivered to 5428 City staff and partners since 2012[endnoteRef:15], have a race focus.[endnoteRef:16] In July 2015 the Office of Equity presented and City Council adopted a resolution requiring all bureaus to have racial equity plans. On the other hand, no resources have been allocated for a disability equity strategy, there is no disability equity training, and no similar requirement for bureaus to have disability equity plans or equity leads who focus on disability in addition to race.  [14:  This is not an assessment of the Office’s work on racial equity, which is beyond the scope of this plan. The sole point is to show the imbalance in level of effort between the two priorities the Office of Equity was mandated to pursue.]  [15:  Data on trainings accessed on 28 August from https://www.portlandoregon.gov/oehr/article/450420. ]  [16:  In the powerpoint training, consisting of 51 slides, disability is mentioned once, on slide 47, in a slide on scenario planning. One of the five questions for consideration when scenario planning is “how will this issue impact persons with disabilities?” But there is nothing on disability leading to that question, so no guidance on what could/should be considered when looking at how issues affect persons with disabilities. ] 


The Office of Equity has a roster of Equity Managers who are placed in several bureaus across the City: Bureau of Development Services, Bureau of Planning and Sustainability, Bureau of Environmental Services, Parks Bureau, Bureau of Transportation, Housing Bureau, and Police Bureau.[endnoteRef:17] New Equity Managers are being hired at the Water Bureau and Fire Bureau now. While the Office of Equity convenes monthly meetings with the equity managers, the meetings focus on racial equity only. One manager noted that disability equity is not discussed, and that they don’t really know what PCOD does. In practice, Equity Managers do not attend PCOD meetings.  [17:  Office of Equity, Request an Accommodation or Contact an ADA Coordinator, accessed on 26 September 2018 from https://www.portlandoregon.gov/oehr/66525?a=454403. Note, the BPS position is listed as “pending”, and the PBOT Manager (listed on the website) is no longer with the City. ] 


In terms of the Office’s support to PCOD, members noted that the previous Director and current Interim Director seldom come to PCOD meetings, and on those occasions they stay only as long as it takes to give their updates. PCOD members have stated a perception that senior leadership gives less attention to PCOD than to the Human Rights Commission (HRC), and that senior leadership has not used its social capital to assist PCOD sufficiently to establish working relationships with key bureaus.[endnoteRef:18] [18:  To be clear, I’m not suggesting that senior leadership is unwilling to use its social capital, rather only that PCOD members perceive that to be the case.] 


The Office of Equity has had just one staff person (part time) take the lead on managing PCOD, and there have been several staff transitions in the past three years. Jonathan Simeone was hired in March 2018, and half of his time is allotted for supporting PCOD’s work. Other commissions have more staff support in Portland. The Portland Committee on Community Engaged Policing has two full-time equivalents (FTE), and the Public Involvement Advisory Council (PIAC) at Office of Civic Life has one FTE. Other jurisdictions have separate offices on disability, often reporting directly to the Mayor, and have dedicated staff to support the work of citizen-led commissions.[endnoteRef:19] [19:  Washington DC’s Office of Disability Rights has 12 staff and a budget of 2.1 million; the City of Boston has a Mayor’s Office for Disability with 7 staff and a budget of 400,000.  Chicago’s Mayor’s Office on Persons with Disabilities has 29 staff. ] 

 
The Office of Equity’s website does not contain much information on PCOD. On the front page for PCOD there is still information about a candidate forum from 2012, and an ADA celebration that happened in 2015. Though employed at the City since March 2018, there is no profile of Jonathan Simeone on the website.

There is no information about PCOD’s current priorities or objectives, nor what actions they are taking (or want to take). While current commissioners are listed, there is no information about who they are, nor their areas of focus. 

[bookmark: _Toc399665872]3. PCOD members need more support and need to be held accountable

Membership on PCOD has declined significantly over the past four years, and attendance at the regular monthly meetings has lagged. Seven of the nine members self-identify as persons with disabilities, but several persons interviewed for this strategic plan noted that some PCOD members tend to focus on barriers associated with their specific disability only, when what’s needed is cross-disability education and advocacy.[endnoteRef:20] [20:  To be fair, some members of PCOD have challenged this characterization, indicating to me that they have a cross-disability orientation. ] 


Staff and PCOD members noted that there is no process for onboarding new members. This has led some to some misinformation about how commissions at the City function. At the same time, PCOD members have indicated a lack of knowledge about the Office of Equity, and have demonstrated a collective lack of information about the priorities and initiatives of the Mayor, City Commissioners, and key bureaus. 

The onboarding material on the website needs to be updated. While it is available online, staff do not go over the material with new members. Newer PCOD members have not received orientations from Office of Equity staff or mentorship from longer-serving PCOD members. Office of Equity staff have noted that they requested one-one meetings with new members, but they didn’t occur. As a result, some PCOD members have an incomplete picture of their role and responsibilities. One current member, for example, wasn’t aware that PCOD functioned under the auspices of the Office of Equity.

The Office on Equity has expended insufficient resources on outreach, recruitment and on-boarding new PCOD members. Over the past four years the Office of Equity has had a difficult time attracting or appointing new members, and this is best illustrated by the decline in PCOD membership. In 2015 the last of the original PCOD members termed off.

PCOD has identified members to be liaisons with each of the City Commissioners, and some PCOD members are in relatively regular contact with City Commissioners and their staff. Other PCOD members, though, have had difficulty establishing working relationships with City Commissioners or their staff. With only nine members they are stretched too thin.

The Executive Committee was discontinued in 2016 and was replaced with a Coordinating Committee. The Coordinating Committee nominates members to take turns facilitating the full PCOD meetings. During the group discussions with PCOD members while developing this plan, however, it became clear that information is not shared sufficiently. Members demonstrated they were not aware of each other’s work, or the past work of PCOD. The loose structure makes it difficult for the Office of Equity staff to empower, support, or hold PCOD members accountable.

At one recent meeting some members indicated they had not been aware of PCOD’s very effective and important work in 2014-2015 to promote and require closed captioning. This lack of knowledge about PCOD’s history makes it difficult for PCOD members to be effective advocates. Because of a lack of knowledge of the City’s priorities, it has proven difficult to develop the strategies and tangible actions that had been recommended in the Munn report.

PCOD is empowered to provide City Council with annual reports, but has not done so for at least five years. Nonetheless, PCOD updates are provided in the Office of Equity’s annual reports, and it is important to highlight some of the valuable contributions PCOD has made in the past two years:

· Worked with Bureau of Planning and Sustainability on the Infill Housing Policy;[endnoteRef:21] [21:  Office of Equity, 2016 Annual Report.] 

· Advised PBOT on its Downtown Improvement Plan;[endnoteRef:22] [22:  Office of Equity, 2016 Annual Report.] 

· Advocacy for acceptance of the strategic plan for the Model Employer Resolution, including funding for a position within BHR;[endnoteRef:23] [23:  Office of Equity, 2016 Annual Report.] 

· Partnered with Commissioner Fish on the Project Search program;[endnoteRef:24] [24:  OCOD Activities and Achievements, 2017.] 

· Successfully advocated for ensuring accessibility of Rothko Pavilion;[endnoteRef:25] [25:  OCOD Activities and Achievements, 2017.] 

· Partnered on Nike’s Adaptive Biketown program;[endnoteRef:26]  [26:  OCOD Activities and Achievements, 2017.] 

· Partnered with Portland Streetcar on a video “how to ride.”[endnoteRef:27] [27:  OCOD Activities and Achievements, 2017.] 


[bookmark: _Toc399665873]4. City Commissioners and their staff are unfamiliar with PCOD’s work

City Commissioners have indicated, in writing and verbally, the desire to hear more from PCOD. PCOD and the Office of Equity need to see this as a real opportunity to provide constructive input and guidance, not only through submitting annual reports but also by submitting letters, position papers, and providing testimony before Council. 

There is recognition that PCOD is under-utilized, and isn’t as known as it should be given City Council’s openness to the importance of addressing disability equity. City Commissioners and key bureau stakeholders have had rather limited interaction with PCOD as a whole. 

The office of one City Commissioner stated that they felt the Office of Equity (and PCOD in particular) did not want that Commissioner’s office to learn more about PCOD, and their efforts to reach out had been discouraged.   

Written feedback was collected through the questionnaire. One City Commissioner noted,
 
“there doesn't seem to be consistent leadership or voice on the Commission that appears to be making a consistent impact on policy on behalf of the community they serve. I think PCOD should be a much more visible and vocal advocate within City Hall and publicly via comments on Council policy and City actions, via letters, social media, etc. in order to exert the steady pressure needed to move City bureaus and policy in the right direction.” [endnoteRef:28] [28:  Response to questionnaire sent to the Mayor, City Commissioners and their staff, on file with author.] 


A staff member from a different City Commissioner’s office wrote, 

“PCOD is not living up to its expectations. PCOD has great potential in providing guidance to Council, and in being proactive about disability work and awareness at the City. As an advisory body, they can provide testimony, guidance, and reports to Council. I would like to see them be more active and present.”[endnoteRef:29] [29:  Response to questionnaire sent to the Mayor, City Commissioners and their staff, on file with author.] 


A staff member from another office wrote, 

“Based on our limited interactions with PCOD, and a lack of policy developed with the input of PCOD, our office does not believe the Commission is currently meeting the needs of persons with disabilities in the community. It seems that current PCOD Commissioners with lived experience are not engaged to their full potential within the group, and therefore, the ability of those commissioners to advocate for whole community hasn’t been fully realized. Going forward, it would be helpful for PCOD to have goals in place around meeting the needs of the community, so the Commission is able to address them in an intersectional way.”[endnoteRef:30] [30:  Response to questionnaire sent to the Mayor, City Commissioners and their staff, on file with author.] 


A staff member from yet another office wrote: 

“I do not see other Bureaus or Electeds’ offices utilizing PCOD’s skills in terms of policy implementation. I do not know how I would go about contacting PCOD in terms of asking for policy input on specific issues coming to Council in a timely manner.”[endnoteRef:31] [31:  Response to questionnaire sent to the Mayor, City Commissioners and their staff, on file with author.] 


While the majority of responses expressed concerns about the effectiveness of PCOD, Two offices mentioned individual PCOD members as being responsive and effective. Given the need to maintain anonymity, it is not possible to quote from those responses. One office noted they had been “impressed” with a specific member’s involvement. Another office stated they have a “strong relationship” with two members in particular. 

The statements by the City Commissioners and staff raise two questions for further consideration: 

· Are the City Commissioners expectations of what PCOD can bring to the table fair or reasonable, bearing in mind there are just nine members and they work as volunteers only?

· How do expectations of Office of Equity staff and PCOD members differ? In other words, what relationship should City Commissioners have with Office of Equity staff, and what relationship should City Commissioners have with members of PCOD?


[bookmark: _Toc399665874]V. Recommendations

Based on the findings from the key informant interviews, group discussions and responses to the questionnaires, this strategic plan recommends that the Office of Equity revise PCOD’s charter and mission, devote more resources and support to PCOD, develop an outreach and recruitment strategy, and strengthen collaboration with the Office of Civic Life. Specific recommendations are outlined below. The recommendations are grouped in four main clusters, loosely around each of the main findings, and while thought has been given to sequencing the recommendations, their presentation should not be seen as a strictly chronological (for example, recommendation 3e and 3f could and probably should be implemented concurrently). 
[bookmark: _Toc399665875]1. Revise Charter, regulate membership, expand mission, and define advocacy initiatives

a. Revise the PCOD charter 

As highlighted in the findings, the current charter does not accord with the original resolution and directives from City Council and PCOD’s initial bylaws.
Revisions were never brought to or approved by City Council. There are discrepancies that need to be resolved around the issue of the composition of PCOD, quorum, and appointments.  

Since PCOD has not submitted annual reports and has long been out of compliance with the reporting requirements for Type 1 boards, PCOD should be a Type 3 Board that reports to an individual. Given that non-compliance, this report recommends switching to a Type 3 board, enabling PCOD to forego onerous requirements. This would also enable PCOD and Office of Equity staff to be more responsive to requests and demands from City stakeholders. PCOD would report to the Director of the Office of Equity, or if that is not considered feasible, then to City Commissioner Fritz directly. 

Other changes need to be made to ensure a new Charter meets the needs of the Office of Equity, PCOD, and members of the community. Such changes include, but are not limited to:

1. Re-instate the positions of a Chair and Deputy Chair, while ensuring there is clarity around the duties / responsibilities of those positions. In addition, individuals should be appointed as leads for any standing or ad-hoc sub-committees (identified in subsequent strategic plans and work plans). 

2. Give Office of Equity staff more management responsibility so they more proactively facilitate the development of PCOD strategies, and supporting PCOD members to build productive relationships with City Commissioners and Bureau Directors. 

3. Set a target for a new PCOD with anywhere between 12-15 members. A concerted outreach and recruitment effort needs to be undertaken, with the objective of having greater diversity of membership (as discussed above) and a broader representation of the disability community. It would be sized appropriately so Office of Equity staff can provide more direction to individuals on PCOD, establish individual workplans and support their professional development. 

With respect to the question of the appropriate balance in terms of representativeness and skill sets for members of all commissions (and in this case PCOD).  If the four guides on structure (see appendix 3, question 2) are accurate, then two not-mutually exclusive criteria may be advanced: 

a. members should be recruited who are representative in terms of disability identities; and

b. members should have diversity with respect to other identity markers (race, gender, sexual orientation, country of origin, etc.). 

Balancing these criteria, of course, is challenging, and runs the risk of tokenism. The original bylaws, for example, were quite prescriptive in terms of representation by impairment type, and that can set a bad precedent if recruitment is done poorly. Ideally recruitment is broad enough to attract a diverse pool, and ideally the City recognizes that people from diverse backgrounds add value not for the sake of diversity, but rather because their experiences bring perspectives that need to be heard, respected, and included.

4. Until the time more members are appointed and more staff are brought on to Office of Equity, it makes sense to reduce the frequency of PCOD meetings. This would give Office of Equity more time to undertake the numerous tasks outlined below in recommendations 2-4. 

5. Identify or hire new staff to support disability equity in the Office of Equity, and to support PCOD specifically. Identify the Office of Equity as having the responsibility for developing, as part of the recruitment and onboarding process, individual workplans for PCOD members. Use the workplans to enable the Office of Equity to provide more support, facilitate information sharing, monitor performance of PCOD members, and report more clearly about PCOD’s work to external audiences. 

6. In collaboration with OEHR staff, PCOD members can brief those bureaus that have Equity Managers on PCOD’s key areas of focus (housing, employment, police), and co-develop action items that can be undertaken collaboratively.  Brief equity leads in other bureaus on the need to look at equity from an intersectional rather than solely racial equity lens. Leading with race, after all, should not be license to overlook inequities based on other identity markers.

7. Review the profile of and expectations, roles and responsibilities for PCOD members, and revise according to the skills and experience needed to realize PCOD’s revised mission and to pursue specific strategic initiatives. 

b. Regulate PCOD membership

The issue of appointments is thorny, and Office of Equity has received, and has given inconsistent advice and followed inconsistent practices vis-à-vis PCOD over the past three years. This needs to be remedied and regulated. 

Just two of the nine members have been appointed and have terms that have not expired. These are Angel Ray (appointed as Angel Chesimet, her term runs until 2 February 2019), and Dana Coffee (term ends on 27 October 2018).[endnoteRef:32] Members still active though their terms have expired are Kathy Coleman (term ended on 9 September 2018) and Philip Wolfe (term ended on 31 December 2016). The original 2009 bylaws indicate that persons may serve no more than two terms, but the bylaws do not provide guidance on what process to follow once a member completes their first term.  [32:  Deidre Hall, whose term would have ended in October 2019, very recently resigned from PCOD.] 


The Office of Civic Life will present soon a uniform template for all commissions. That guidance is likely to contain language that requires a check-in with the designated bureau staff about whether members would like to continue to serve and whether the bureau feels it is mutually beneficial for members to serve a second term. Once that template is finalized and shared more widely, the procedures governing second term appointments need to be followed. Thus, Kathy Coleman and Philip Wolfe need to decide whether they want to serve a second term, and if so, they should inform the Office of Equity of that intent, and meet with Office of Equity staff to review their work to date, and determine whether a second term is appropriate.

The remaining members have never been officially appointed. This includes Brenda Jose, Larry Cross, Myra Sicilia, Saara Hirsi and Vadim Mozyrsky. Their start dates are known,[endnoteRef:33] so they should retroactively be appointed from those start dates for three year appointments. If dates cannot be determined (or agreed upon), then they should be asked to apply using the universal application package once it has been finalized by the Office of Civic Life. [33:  Brenda Jose and Larry Cross were appointed on March 10, 2017. Vadim Mozyrsky was appointed on May 12, 2017, Saara Hirsi was appointed on June 9, 2017, and Myra Sicilia was appointed on December 8, 2017.] 


c. Revise PCOD’s mission

The initial mission for PCOD reads: “to guide the City in ensuring that it is a more universally accessible city for all.”

PCOD members have examined the mission as part of this consultancy and have concluded that while accessibility is a precondition for disability equity, it is not sufficient by itself. They have reached consensus that their mission should go beyond the ADA’s focus on accessibility, and should more proactively address equality of opportunity, and a vision of disability equity. PCOD has reached consensus on the following mission:

Proposed Revised Mission:  to improve access to City programs and services, promote equality of opportunities and social justice for persons with disabilities, and address disparities due to multiple discrimination on the basis of disability status, race, ethnicity, gender, sexual orientation and other identities. 

The following proposed vision would tie in with the mission of the Office of Equity:

Proposed Revised Vision: a City that administers and delivers services in an equitable way, including through the provision of reasonable accommodation for persons with disabilities.

The revised mission and vision are based on three key assumptions. 

First, access is a precondition for exercising other rights, and for obtaining services in an equitable manner. Simply, if an individual cannot use a space or service due to lack of access, then that individual’s ability to exercise their rights have been inhibited or denied.  

Second, reasonable accommodation, which was established as a right in law per the Americans with Disabilities Act, sets an obligation for jurisdictions to provide modifications to enable someone to participate on an equal basis with others. Procedures to request reasonable accommodation should be simple, require timely processing, consistent and just outcomes, include an independent appeals processes, and a complaint mechanism. The City needs to do its utmost to process quickly and honor reasonable accommodation requests as long as the requests do not cause the City an undue burden.

Third, there is significant diversity within the community of persons with disabilities, not only in terms of types of impairments, but also other life circumstances and identities.  Race, ethnicity, sexual orientation, gender identity, immigration/citizenship status, and other markers are all extremely important to better understand barriers to opportunity and equity for persons with disabilities. 

The revised mission and vision, once adopted, will help PCOD to define and take action to pursue specific disability equity initiatives. 

Textbox: What is intersectionality?

	Intersectionality, a term coined by Professor Kimberlé Crenshaw, is used to describe the experience of persons who face multiple layers of discrimination and exclusion due to two or more distinct identity markers. Her work has focused largely on the intersection of race and gender, highlighting the ways in which women of color face unique disadvantages. In particular she has studied and written on violence against women of color. 

International law recognizes that persons with disabilities experience multiple discrimination. Race, gender, sexual orientation, religion, country of origin all influence the extent to which people are afforded access to education and equal opportunities. Many disability rights activists have written about violence against women with disabilities, especially those who are from minority religious, ethnic or racial communities. 

Often it is difficult or impossible to know whether that discrimination is due to race, disability status, gender and/or other identity markers. It has been sufficiently documented, though, that people who experience intersectional discrimination face significant and unique forms of discrimination.  

This highlights why diverse representation is paramount. The City needs to learn that “leading with race” should not provide a license to overlook gender, disability status, sexual orientation and other markers. In face, racial equity demands an intersectional lens given the diversity of experience of people of color. 

The City also needs to listen to and learn from a truly diverse PCOD, and to make appropriate changes based on the feedback it receives. 





d. Target specific disability advocacy initiatives and deliver wins

It may seem contradictory to be arguing on one hand for an expansion of the mission of PCOD, while on the other hand pressing for a more narrow set of strategies and tactics. But the need to expand the mission is premised on acknowledging that improvements to access are not sufficient. Were that all that was needed, then disability-based disparities would have been bridged given the ADA’s adoption into law over twenty five years ago. Socio-economic indicators show across the board those gaps have not closed.

One observation from PCOD members has been that their successes to date have been reactive rather than proactive. In other words, they have responded when asked to provide input. One relatively recent example concerned PCOD’s input into the redesign of the Rothko Pavilion at the Portland Art Museum. While that input has been seen as influential and positive, PCOD members had not identified it previously as a priority area of focus.  

Rather than being a sounding board for all (which can pull PCOD away from larger or more pressing issues), one City Commissioner recommended that PCOD members select specific advocacy issues to focus on, issues that PCOD feels passionate about, and where PCOD can present new information from the perspective of persons with disabilities, and identify constructive solutions. The aim, this City Commissioner stated, would be to “lock-in specific wins.”

In focus group discussions PCOD members identified three key issues and bureaus they wanted to concentrate on: housing, employment (human resources), and the police. A fourth issue, Title II, has been proposed by Office of Equity staff. Each is looked at in-turn. 

Housing: ABE sub-committee members have experience in housing, but it would be important for Office of Equity staff to help ABE members to draft position papers and to facilitate conversations with the Portland Housing Bureau (PHB), Prosper Portland, the Real Choice Initiative, Home for Everyone, Age Friendly Portland, Elders in Action, and other bodies that are looking at adequate and affordable housing, and homelessness.[endnoteRef:34] There is an Equity Manager in the Housing Bureau, so that person could be a good liaison for PCOD advocacy efforts.  [34:  One PCOD member noted that roughly 70% of persons who are homeless have a disability.] 


Previously a member from PCOD (Joe Vanderveer) attended meetings of PHB”s Fair Housing Advocacy Committee, but after he termed off no replacement was nominated. 

There are many active housing advocates. For example, the initiative Better Housing by Design, advocates for 20% of all housing to be visitable.[endnoteRef:35] Members of ABE have indicated that visitability is a goal, but PHB staff have noted that it has yet to receive the traction they’d hoped. The Portland Comprehensive Plan, it should be noted has universal design as a policy, so PCOD may want to draft a brief on the importance of Visitability and universal design to remind City Council of these obligations. [35:  Bureau of Planning and Sustainability, Better Housing by Design, accessed on 26 September 2018 from https://www.portlandoregon.gov/bps/71903 ] 

    
Some possible themes include advocating for changes to code to require new construction to have more (or all!) accessible units precisely because of the importance of visitability, setting a mechanism to ensure persons with disabilities are prioritized when accessible units are available, educational campaigns around the correlation between disability, poverty, and homelessness, support for persons who return to the community from institutional environments, and educational campaigns around the shifting demographics (toward greater racial diversity, an older population, and a population that is leaving institutions to live independently and in the community. These trends require the availability of more accessible and affordable housing).

Employment: PCOD members have noted their advocacy efforts to ensure adoption of the strategic plan for implementing the 2012 Model Employer Resolution. A position envisioned as part of that plan was created and filled with the hire of Anais Keenon, a Disability Resources and Employment Specialist at the Bureau of Human Resources.

PCOD members would like to explore the best ways to support BHR’s efforts. Anais has indicated that she would be open to having quarterly meetings with PCOD (or some sub-set of PCOD) to focus on disability employment (including outreach, recruitment, onboarding, Title I accommodations, and performance evaluations). This would be in lieu of the current policy sub-committee meetings.

BHR will be launching a citywide supported employment program in Fall 2019, and has indicated that they welcome input from PCOD on the design of that program.  In a recent email communication, Anais wrote:

“I would welcome PCOD’s participation in the supported employment program’s stakeholder sessions that will be happening in a few months, and also plan to invite 2-3 commissioners to join the Steering Committee for the City’s supported employment program.”[endnoteRef:36] [36:  Keenon, Anais, email communication, 30 August 2018, on file with author.] 


PCOD members have noted the City does not have in place anything comparable to the Federal Government’s fast-track disability procedures. This is another topic PCOD could explore more deeply with relevant City staff and City Commissioners.

Police: One PCOD member has been engaged in numerous conversations following the Department of Justice Settlement, and was the Chairperson of the Community Oversight Advisory Board (COAB) until its dissolution in January 2017. While that member is the clear driving force behind PCOD’s interest in looking at how police interact and engage with persons with disabilities, others on PCOD are also interested in exploring how PCOD can work with the Mayor’s Office, the Portland Police Bureau (including the Equity Manager at the Police Bureau), and with the newly created Portland Committee on Community Engaged Policing (PCCEP). This also intersects with the issue of allegations of discrimination against persons who are homeless.

Title II: Title II coordinators have been appointed in different bureaus, but aside from David Galat at the Bureau of Transportation, PCOD members have had limited interactions with Title II coordinators. At the Office of Equity there is a staff transition for Title II responsibilities from Danielle Brooks to Nickole Cheron.  It is important to explore whether PCOD members can play a role in supporting Nickole’s work. Office of Equity staff have indicated there is “a ton to be done on Title II”, but it is unclear if the current PCOD members have the experience and time to advance this work across the different bureaus.

As the Office of Equity undertakes its recruitment process (described in more detail as part of recommendation 3), it may want to seek new members who have expertise on Title II and are able to commit time to working on specific Title II related reviews and initiatives. 

[bookmark: _Toc399665876]2. Strengthen the Office of Equity’s capacity to support PCOD’s work

The Office of Equity will need to provide more resources and time to support PCOD’s work. In terms of compliance, the Office of Equity will need to work with City Attorneys to revise PCOD’s charter. 

Despite the dual mandate to prioritize race and disability, the Office of Equity has made significantly more progress on advancing a racial equity, as described in the section on findings. Senior leadership should provide more support (resources and staff time) to advance disability equity initiatives. 


a. The Bureau Advisory Committee could play a role to play in advising, supporting, and advocating for PCOD

In its mission statement the Bureau Advisory Committee (BAC) plays a role in advising, supporting and advocating for Office of Equity, including its commissions (Human Rights Commission and PCOD). While the Office’s BAC meets only once a year, PCOD could provide updates to BAC members, and could enlist BAC members to spread the word about PCOD’s areas of focus and activities. BAC members could invite, for example, PCOD members to speak at events organized by groups affiliated with BAC members. 

BAC has tracked the DoJ settlement, and has looked at the issue of affordable housing, so there is overlap in terms of shared interests, and there could be an opportunity for PCOD to influence the BAC’s consideration of such issues. While one member of PCOD sits on BAC, clearly that is not enough to ensure disability equity is taken up by the BAC.

b. Senior leadership should attend meetings so they are better positioned to support and advocate for efforts by PCOD members 

PCOD members note that senior leadership seldom attend PCOD meetings. Aside from one quick update, senior leadership at the Office have not attended the meetings during the time frame of this consultancy (May to September 2018). This gives PCOD members the impression that senior leadership is not invested in PCOD’s work. 

Senior staff could further demonstrate their commitment by drafting and circulating a statement on intersectional or multiple discrimination, making sure it includes race, gender, disability and other identity markers.

The mission of the HRC is “to eliminate discrimination and bigotry, to strengthen inter-group relationships, and to foster greater understanding, inclusion and justice for those who live, work, study, worship, travel and play in the City of Portland.”[endnoteRef:37] Despite what would seem like natural overlap, HRC and PCOD have not shared much information nor joined forces over the past two years.[endnoteRef:38]  [37:  Office of Equity, Human Rights Commission, accessed on 26 September 2018 from https://www.portlandoregon.gov/oehr/62221]  [38:  Elajaide, Tatiana, email communication, 7 September 2018, on file with author.] 


c. Request for additional staff to develop disability equity initiative

Other advisory bodies and commissions (such as PIAC and PCCEP) in Portland have one or more staff dedicated to managing their work. Other jurisdictions that have commissions on disability are supported by more staff. Historically the Office of Equity staff person has played a more administrative role in overseeing PCOD’s work. A more proactive approach is needed.

A new position should be created for a Disability Equity Strategy Specialist, who would be tasked with mobilizing PCOD to develop a disability equity strategy that includes an intersectional frame and who could provide appropriate trainings for Office staff and other City stakeholders.

PCOD members have spoken of the need to develop a disability equity strategy, but have yet to draft anything. The Office of Equity’s staff could guide PCOD and support the development of a disability strategy, and PCOD will need the Office’s support when it presents, to City Council, the case for mandating bureaus to develop and implement disability equity strategies.

d. Equity Managers should be trained on disability, be invited to attend PCOD meetings, and have disability equity as a standing agenda item during monthly meetings

Equity Managers at other bureaus have had limited to no contact with PCOD, despite their regular communication with the Office’s senior leadership. 

Office of Equity staff, and staff from other bureaus note that Equity Managers have limited knowledge of PCOD, do not attend PCOD meetings, and Equity Managers have indicated they do not have the knowledge, guidance or tools they need to work on disability equity within their own bureaus. 

One of the Equity Managers interviewed for this consultancy asked, “what does the Office of Equity want bureaus to do on disability?” Another person noted that disability never came up during the Equity Manager meetings. Despite some clear overlap in terms of subject matter, they had no contact with the relevant PCOD sub-committees, and in fact were not aware of the number of sub-committees or their areas of focus. 

The Office of Equity needs to define and communicate that answer to other bureaus, since the bureaus (with Equity Managers) have not been able to define for themselves how they can address disability inequity. Office of Equity staff, in collaboration with PCOD, should invite Equity Managers for one-on-one consultations on how they could advance disability in their bureaus. Of course, there are only a few Equity Managers. Some people interviewed noted that equity leads from all bureaus should be trained on disability equity since Equity Managers and equity leads have similar responsibilities.

[bookmark: _Toc399665877]3. Provide more hands-on support to PCOD

Office of Equity staff could provide more hands on support. It would be of great benefit if Office of Equity staff developed an outreach and recruitment plan, updated onboarding tools, and invested time to build relationships with each member of PCOD, thereby gaining a clearer picture of how to best to align interests, ensure a common understanding of the role and objectives of PCOD, and identify ways to empower members to be more proactive. The Office should consider the following sub-recommendations:

a. Staff up support to PCOD

PCOD has been chronically understaffed. Other jurisdictions reviewed during this consultancy have earmarked significantly more funds to address barriers to access and participation for persons with disabilities. During the 2011 budget discussions then Chair McCarthy identified as a priority having 1.0 FTE on PCOD, with an additional .5 FTE for support to social media, press releases, marketing, etc. Her request was not heeded. More staff are needed to arrange meetings, take minutes, keep members of PCOD on task during meetings, serve as communication links, ensure there is a safe and respectful meeting space, review letters and papers drafted by PCOD, and assist with presentations to City Council.

One person (at .5 FTE) staffs PCOD currently. That position should be re-drafted to be 1.0 FTE for supporting PCOD, and this stipulation should be included in the revised bylaws.

b. Review and revise the onboarding materials (available online but not sufficiently utilized)

While onboarding materials (on PCOD structure, group agreements, commission expectations, how council works, and the city structure) are available online, Office of Equity staff have not provided onboarding training to PCOD members. As a result, some PCOD members lack sufficient understanding of how the City works, and the rules that govern PCOD’s work. This is not all on PCOD – some of the staff transitions at Office of Equity over the past three years have not been so smooth.

Office of Equity staff should re-examine these materials, revise and add as needed, and develop and deliver trainings for all members of PCOD. Revisions will need to be in line with the guidelines from Office of Civic Life and City Attorney’s Office on the universal application form, bylaws template, exit interviews, conflict of interest declarations, and voluntary demographic information. All members of PCOD will need to attend the onboarding training that is being finalized now. 

c. Develop, monitor and enforce a code of conduct for all members of PCOD

PCOD members are representatives of the City, and there should be clarity around when members are working as part of PCOD and when they are advocating as private citizens. Numerous people have noted that a few PCOD members focus more on personal issues that directly affect them rather than issues of PCOD has identified as a whole. A code of conduct, developed by PCOD and approved by Office of Equity, could set ground rules for PCOD, including how to interact with invited speakers and guests. 

d. Develop an advocacy guide for PCOD members

One of the primary roles of PCOD is to provide a disability perspective to City Staff and to advise on changes to remove barriers that prevent participation by persons with disabilities. As such, it is important for PCOD members to build constructive working relationships with key stakeholders, and become strong advocates. 

Other advisory bodies and commissions have developed guidelines on how to engage in advocacy.[endnoteRef:39] The Office of Equity should consider drafting an advocacy training book and provide training specifically for PCOD members to ensure common understanding of how the City works, the best ways PCOD can influence City policy, and draw a clear distinction between collective and individual advocacy efforts.   [39:  Mulnomah County’s Disability Services Advisory Council (DSAC), for example, has a 70 page long Advocacy 101 Handbook that provides a comprehensive introduction on advocacy, strategy, communication, processes for adopting laws, different websites for further information, the Oregon Legislature, and terms and definitions. ] 


e. Develop an outreach and recruitment plan, similar to the one used by the Portland Committee on Community-Engaged Policing (PCCEP). 

One standing task of OEHR and PCOD should be to set mechanisms by which to undertake outreach, and actively recruit persons from diverse backgrounds. Once more diverse members are recruited they, like all others, should be supported through one-on-one conversations with staff, being assigned mentors, and individual workplans can be developed. This should include the identification of trainings to support their professional development.

The PCCEP has used two community-based organizations as consultants to City staff, and together they organized a series of information sessions, and discussions with diverse partners to ensure the community had sufficient information about PCCEP. As a result, PCCEP received over 100 applications to be on PCCEP from community members, and staff are confident that they’ve managed to reach a truly diverse representation of the community. The Office of Equity could undertake a similar process. 

The Office of one of the City Commissioner’s noted: 

“It would also be great to have the Disability Power PDX have a better connection to PCOD and encouraging DPP graduates to serve on PCOD and/or other City Committees/Advisory groups.”[endnoteRef:40] [40:  Response to questionnaire sent to the Mayor, City Commissioners and their staff, on file with author.] 


Other initiatives at Civic Life, such as the Diversity and Civic Leadership Program, and the Community Engagement Liaisons Program, would also be valuable partners for outreach, awareness –raising and recruitment. Outreach events would be held at diverse locations in the community to inform members about the opportunity to apply to PCOD.

Likewise, Northwest Health Foundation’s Disability Justice training series could be used to identify potential applicants. NWHF staff expressed interest in having contact and sharing information with the Office of Equity about the graduates of its disability justice trainings. 

f. Develop individual workplans for all members of PCOD

Hold individual interviews with current and prospective members to better understand their skills, interests, and ability to commit to working on PCOD’s collectively identified priority areas on a volunteer basis. Staff from the City Commissioners and Equity Managers could be invited to serve on the interviews, as that would provide both sets of stakeholders the opportunity to share their priorities and learn more about current and prospective members.

Other boards have used individual workplans to make their work more effective. Individual workplans for current members of PCOD and for all newly joining members should be created as a planning tool, to improve communication flow, and to enable the Office to better support, monitor, and report on PCOD’s work. 

Individual workplans could lead to supporting PCOD members to be active in other efforts. One suggestion from one of the Commissioner’s offices is “placing PCOD members on different City committees which weigh in on bigger city-wide issues, such as development and transportation. While these are still ‘inward facing,’ the feedback can how an impact on how Portland grows and changes, to be inclusive of people with disabilities.”[endnoteRef:41] [41:  Response to questionnaire sent to the Mayor, City Commissioners and their staff, on file with author.] 


One barrier preventing the placement of persons with disabilities on other commissions, unfortunately, has been discriminatory behavior by the leadership of those commissions. Office of Equity staff recounted the extremely inappropriate behavior directed toward one former PCOD member who sat on another commission in addition to her duties associated with PCOD. This lends support for the assertion that the rules and guidelines governing the behavior of all commissions need to be more accepting and inclusive of persons with disabilities. This includes but is not limited to availability of reasonable accommodation supports, to be decided on a case by case basis, and awareness about alternative formats and forms of communication. 

g. Identify mentors for all new PCOD members

Current PCOD members should volunteer to be mentors to new members once they are appointed.  This could be determined at Coordinating Committee meetings.

h. Hold regular retreats to build trust and elaborate issues of focus

PCOD has held annual one-day retreats in the past. It is important to review in more detail whether the objectives of those retreats were clearly articulated and/or met. Other commissions have held multi-day retreats, with the explicit goal of building trust among members, reviewing missions, ensuring there is consensus on the objectives and strategies, and ensuring members have equal access to information.  PCOD should do the same.

PCOD members could use that time to draft and prioritize specific sub-issues that they want to focus on, and state their position toward those issues, guided by their subject matter expertise and their lived experience.  This would form the foundation for their advocacy with stakeholders in the City.
 
i.  PCOD professional development

As part of the individual workplans PCOD members may want to identify courses at local colleges or institutes they are interested in (or, conversely, Office of Equity staff could suggest courses based on their understanding of the interests of PCOD members, and support their enrollment, as appropriate). 

[bookmark: _Toc399665878]4. Build PCOD’s working relationships

The City should have a general obligation to consult closely with and actively involve persons with disabilities, not only through PCOD but also through other representative organizations.

The Office of Equity can support PCOD through developing memoranda of understanding between PCOD and different key stakeholders, including the Office of Civic Life, Bureau of Human Resources (BHR), and other key bureaus. 
These efforts will help council and bureau directors to know more about PCOD:

Diverse input can be achieved through partnerships between Office of Equity and Civic Life aimed at helping bureaus take responsibility for leading meaningful community outreach and engagement. Participation from underserved members of the community can be facilitated through partnerships with BHR (outreach and recruitment efforts), Civic Life programs (Disability Power PDX, CELS, and DCLs), and community engagement programs of others (Northwest Health Foundation). Assessments of program quality can be conducted once PCOD defines specific priorities, and develops the strategies and tactics to take action on them. One City Commissioner noted the importance of advocacy during discussions on budgets. PCOD would be well-suited to educate bureau directors on the right to reasonable accommodation and the obligation of the City to provide reasonable accommodation  (the denial of reasonable accommodation has to be understood as disability based discrimination).

a. The Office of Equity should support PCOD efforts to establish a well-functioning network of liaisons with key stakeholders

PCOD members are given little direction in terms of how to cultivate working relationships with their designated liaisons at different bureaus and with the offices of the different City Commissioners. With the Office of Equity’s guidance, introductions could be facilitated and relationships could be cultivated with those stakeholders. Given the small number of PCOD members, it will be important to recognize that PCOD will need to be very selective about pairing individuals with bureaus and commissioners that align, and correspond with the key areas of PCOD’s focus.

b. Shift how bureaus present information to disability community

There are two issues that pose challenges for PCOD and the Office of Equity in their roles as providing advice on disability to bureaus.  First is the issue of capacity. Bureaus are invited to present information for PCOD’s review and feedback. PBOT, due to ABE’s long-standing work on transportation and the presence of a Title II Coordinator (David Galat), has taken the most advantage of that invitation, and the Office of Equity staff have indicated they have limited capacity to fit PBOT’s requests on to PCOD’s regular monthly meetings. They expressed concern that they are already stretched and do not have the capacity to invite or schedule other bureaus to give presentations. If other bureaus were as proactive as PBOT, the Office of Equity and PCOD would be unable to accommodate them. 

A second issue concerns the consultation process. While it may be convenient for a bureau to spend half an hour or forty-five minutes discussing a particular idea or plan with PCOD, consideration should be given to how those presentations fit with other actions to ensure persons with disabilities are able to provide feedback and to meaningfully influence the design and implementation of programs. As one person noted, just because it is convenient for bureaus, that does not mean it is comprehensive enough or the best process to follow. 

A solution was proposed during the course of the individual interviews and focus group discussions, namely, for PCOD and the Office of Civic Life to provide guidance to bureaus on the need for them to take the lead on how to do outreach to organizations and individuals with disabilities. This could take several shapes (which are not mutually exclusive). 

First, The Office of Civic Life, Office of Equity, and PCOD could support holding town halls or forums with the objective of ensuring a sufficient cross-representation of the disability community (and other underserved and under-represented populations) are present.  Any documentation (power point presentations, transcripts, videos, etc.) from the town halls would be available online in accessible formats. The venues for town halls could alternate between organizations of persons with disabilities, organizations that provide services to persons with disabilities, other cultural / civic-minded organizations to ensure a cross-representation along many identity markers.

Second, bureaus could be encouraged to hold webinars and / or develop short online surveys to collect views of persons with disabilities.[endnoteRef:42]  [42:  This suggestion should be in tandem with other actions to ensure broader views are collected (since many persons with disabilities may not have access to computers). ] 


Third, Office of Equity, with input from PCOD, could organize trainings on ableism, Disability Justice, and intersectionality. These would target the City’s Equity Managers and equity leads, so they can be called on as allies for advancing this work across their bureaus. 

If those actions are taken up, and bureaus take more responsibility for ensuring they consult with and get feedback from a broader subset of the disability community, that will free up PCOD to focus more on influencing the policies it takes on as priorities, and give them more time and space to develop the relationships they need to make it happen.

Closer collaboration with Civic Life can also give community members more opportunities to bring up concerns directly to PCOD, and that could help inform PCOD’s priorities and agenda. As one staff person noted in their response to the questionnaire, 

“I would suspect people would report issues about accessibility, which could be brought to the attention of City Council and various bureaus, and start a conversation about potential policy changes in the City.”[endnoteRef:43] [43:  Response to questionnaire sent to the Mayor, City Commissioners and their staff, on file with author.] 


c) PCOD members to support new initiatives of BHR for employment of persons with disabilities

Representatives from BHR have a working relationship with PCOD’s policy sub-committee, and BHR has a clear mandate to work on outreach to applicants with disabilities, improving the hiring process and working conditions for employees with disabilities. BHR has indicated they believe PCOD can play an important role in some new initiatives. It is important to forge an agreement with PCOD about the assumptions, expectations, and roles going forward.

d) Formalize Office of Equity and PCOD’s working relationships with priority bureaus

PCOD members had identified Housing and Police as priority themes to work on. The Housing bureau has five permanent advisory committees, and yet they have limited contact with PCOD’s ABE sub-committee, and limited relationships with Office of Equity staff working on disability. Given that the Housing Bureau and the Office of Equity are co-located on the fifth floor of the Commonwealth Building, it should be relatively easy for Office of Equity staff to be more intentional about cultivating relationships with relevant housing bureau staff.

e. Outreach to build working relationships with external stakeholders

Seek to build relationships with other bodies as per strategic interests (noting, these shift over time). If current priorities are affirmed, then potential partners could include, Home for Everyone, Portland Committee on Community Engaged Policing, and others per recommendation 1d.  

PCOD could schedule meetings or events with members of the disability community (perhaps Civic Life staff could assist with setting up meetings) to ensure that community input informs and is incorporated into PCOD’s work.
[bookmark: _Toc399665879]VI. Conclusions

International human rights law has long recognized that the human rights are indivisible, and that discrimination and exclusion of one group of individuals is also a threat to society as a whole. In other words, if equality of opportunity is denied for one category of persons, it is possible or likely that other communities may be threatened as well.

Persons with disabilities are a very diverse community, not only due to the various ways in which impairments present, but also due to other identity markers. We are women, men, and those who are non-binary, we are white and persons of color, we are native born and those from other countries, we are lesbian, gay, bi-sexual, straight, queer and questioning. We are our own community, and also part of every other community.

What binds us together is that we experience discrimination and lack of equal opportunity due to our status as persons with disabilities, and that is compounded due to other identity markers. 

PCOD is a valuable mechanism for ensuring the City pays attention to the concerns and suggestions of persons with disabilities. It cannot, however, be the sole voice or primary vehicle for the City to work toward a path of inclusion. The City must invest greater resources within Office of Equity, and Office of Equity leadership must demonstrate an understanding of and commitment to disability equity. This includes but is not limited to hiring additional staff to balance the priorities of race and disability, as well as developing strategies that are time bound and well-resourced aimed at advancing disability equity in other bureaus of strategic importance. Persons with disabilities should be included as members of all commissions, whether they happen to be PCOD members or not. 

The City has made some important progress in the last two years. Staff with disabilities have begun to set up programs at the Office of Civic Life and Bureau of Human Resources, and there are now two staff working on disability at the Office of Equity. There is an ADA Coordinator position at the Bureau of Transportation. 

PCOD has had some important achievements over the years, and those should not be minimized.  Notable achievements include accessibility improvements, input into numerous policies, and drafting and facilitating the adoption of the City’s resolution to be a model employer of persons with disabilities. 

To play its role more effectively, however, certain changes are needed. PCOD can provide the City with an important and hitherto missing perspective by being more selective and intentional in its efforts to improve access, identifying specific barriers and offering solutions to ensure equal opportunities and social justice for persons with disabilities, and advancing the need for intersectional analysis to achieve greater equity for all who call Portland home.  


[bookmark: _Toc399665880]Appendix 1: People Consulted  

A. CITY OF PORTLAND

Offices of the Mayor and City Council

Office of Mayor Ted Wheeler[endnoteRef:44] [44:  Due to scheduling conflicts, a meeting with Mayor Wheeler was not possible. ] 

Commissioner Chloe Eudaly
Commissioner Nick Fish
Commissioner Amanda Fritz
Commissioner Dan Saltzman

Claire Adamsick, Senior Policy Advisor
Josiah Barber, Constituent Relations Specialist
Pollyanne Birge, Community Engagement and Policy Advisor
Stacy Brewster, Communications Director
Asena Lawrence, Policy Director
Goldann Salazar, Executive Assistant and Scheduler
Andrea Valderrama, Senior Policy Advisor
Winta Yohannes, Policy Advisor

Office of Equity and Human Rights

Koffi Dessou, Interim Director
Nickole Cheron, Program Coordinator
Tatiana Elajaide, Program Coordinator
Mandi Hood, Project Manager, Portland Committee on Community-Engaged Policing (PCCEP)
Judith Mowry, Senior Policy Advisor
Jeff Selby, Equity Training and Communications Manager
Jonathan Simeone, Disability Equity Specialist

PCOD Members

Kathy Coleman
Dana Coffee
Larry Cross
Saara Hirsi
Brenda Jose
Vadim Mozyrsky
Angel Ray
Myra Sicilia
Philip Wolfe


Office of Community and Civic Life

Suk Rhee, Director
Ashley Horne, Public Involvement & Equity Management Analyst
Joanne Johnson, Disability Program Coordinator

Bureau of Human Resources

Ashlie Grundy, Workforce Recruitment & Training Manager
Anais Keenon, Disability Resources and Employment Specialist

Bureau of Environmental Services

Victor Cato, Equity Manager

Portland Bureau of Transportation

Zan Gibbs, Equity Manager (has since left the City)

Portland Housing Bureau

Kim McCarthy, Senior Rental Services Office Program Coordinator
Matthew Tschabold, Interim Assistant Director

Police

Shyvonne Williams, Equity and Diversity Program Specialist
Elle Weatheroy, Equity Manager

City Attorney’s Office

Judy Prosper, Deputy City Attorney

B. OTHER PERSONS CONSULTED

Metro

Betty Dominquez, Metro Councilor, District 2
Cassie Salinas, Diversity, Equity and Inclusion Project Manager

Multnomah County

Peggy Brey, Director, County Human Services
Lee Girard, Director, Aging, Disability & Veterans Services Division
Rebecca Miller, Planning & Development Specialist

A Home for Everyone

Marc Jolin, Director

Age Friendly Portland

Alan Dela Torre, Co-Coordinator, and Research Associate, PSU

Northwest Health Foundation

Michael Reyes Andrillon, Community Engagement Officer

Office of Disability Rights, Washington DC

Mathew McCollough, Director
Jessica Hunt, Attorney Advisor
Julia Wohlhandler, Public Affairs Specialist

Mayor’s Commission for Persons with Disabilities, Boston

Kristen McCosh, Commissioner

Mayor’s Office for Persons with Disabilities, Chicago

Christina McGleam, Assistant to the Commissioner

Other individuals

Jan Campbell, former PCOD member
Phyllis Petteys, former PCOD member
Kris Smock, consultant to Office of Equity
Travis Wall, former PCOD member




[bookmark: _Toc399665881]Appendix 2: Questionnaire
Questions for the Mayor, City Commissioners, and Staff
1) Is PCOD living up to your expectations given its mission of ensuring greater access for persons with disabilities? (please add an explanation if possible)
2) Is it meeting your needs with respect to providing sufficient input to inform your decision-making? (please add an explanation if possible)
3) Do you think it is meeting the needs of persons with disabilities in the community? (please add an explanation if possible)

4) If your answers to either question 2 and/or 3 is “no”, then please respond (scale of 1 to 5, where 5 is strongly agree, and 1 is strongly disagree) to the following statements regarding the structure, composition and objectives of PCOD:
a. PCOD’s structure should be relocated to Community and Civic Life in order to focus on more community engagement and supporting more public participation.
1			2			3			4			5
(strongly disagree)							(strongly agree)
b. PCOD should stay within OEHR so it can focus solely on ADA Title II (access to City programs, services and events) compliance.
1			2			3			4			5
(strongly disagree)							(strongly agree)
c. PCOD should stay within OEHR and should focus on providing more guidance to City Commissioners on policy and to ensure City Commissioners are accountable.
1			2			3			4			5
(strongly disagree)							(strongly agree)
d. Since persons with disabilities encounter similar challenges and barriers in the region, the City of Portland should consider entering dialogue with the County and Metro on a broader mandate and multi-jurisdictional arrangement for PCOD.
1			2			3			4			5
(strongly disagree)							(strongly agree)


Please e: responses will be kept confidential, but four basic demographic questions will help me to analyze your responses. Please forward to any members of your staff for whom you would like to elicit responses. Thank you. 


Your position: 	__ Mayor/ City Commissioner	__ Chief of Staff
__ Other support staff		__ Prefer not to say

Your Gender:	__ female 			__ male 	
__ other (non-binary) 	__ prefer not to say

Your race: 		__ African American 	__ American Indian/Alaska Native 
__ Asian American	__ Native Hawaiian/other Pacific   
    Islands
		__ Latinx or Hispanic	__ Two or more races
		__ White			__ Other 
		__ Prefer not to say

Your disability status:
		
__ not disabled		__ person with a disability 			__prefer not to say

[bookmark: _Toc399665882]Appendix 3: Discussion of Questions Beyond the Scope 

While fully aware of the unusualness of devoting a section on questions that are beyond a given scope of work, it is important to raise, if not answer fully, the four larger contextual questions identified earlier.
[bookmark: _Toc399665883]1. What is the value added of commissions generally?

The City of Portland has well over 100 commissions and advisory bodies (“commissions”).[endnoteRef:45] Why so many and is there any consensus regarding what makes some bodies more effective than others?  Some stakeholders interviewed for this consultancy were skeptical of commissions, cynically suggesting that cities (not just Portland) set up commissions (especially ones that are not time bound) as a way of outsourcing work that are, ironically, less important.  [45:  In this section I am considering commissions and advisory bodies as the same broadly. This is not to minimize the more technical aspects (Type 1 versus Type 3, for example) that differentiate them.] 


After all, it is difficult for standing commissions (when they are neither time bound nor project specific) to define and manage work. Standing commissions tend to be chronically under-resourced, members have less access to information (than staff), and there are challenges managing the expectations of very diverse populations, all of whom have significant time constraints as volunteers. 

Given these challenges, what is the added value of commissions? And if there is an added value, how can cities improve processes and effectiveness of commissions?

There seem to be at least three main reasons for commissions: first, to solicit advice from the perspective of residents (regardless of citizenship status) on the provision of programs and services; second, as a way of upholding the principle of participation, acknowledging the importance of representation (i.e. no one knows what I need or think better than I do) which is foundation for our democracy; and third, as vehicle for holding government accountable to diverse constituencies. The question then becomes: what characteristics are best suited to advance these three reasons for commissions?

[bookmark: _Toc399665884]2. What characteristics of commissions are best suited to advance the work of commissions? 

The commissions should be structured so that they: 

a. enable diverse input to be funneled to the City;
b. encourage participation from persons who have been underserved within the community (in this case the disability community); 
c. are empowered to provide input on how they are affected by the processes and outputs of different bureaus, and can make relevant recommendations; and
d. are provided sufficient support by the bureau in charge, especially bearing in mind that members of the community are devoting their time as volunteers.  

Support from parent bureaus does not just refer to the staff person(s) tasked with working with the commission in question. Commissions also need to be supported by senior leadership, who can assist with linking commissions to specific programs and services, and communicating and reporting on actions and successes as a way of raising the profile of commissions.
[bookmark: _Toc399665885]3. Are changes needed when members of a commission represent historically underserved populations?

This is a bit of a trick question. Members of historically underserved populations may experience barriers preventing their ability to participate fully on commissions. This could include, for example, lack of familiarity with Robert’s Rules and lack of familiarity with public meeting laws, or simply a lack of familiarity with acronyms and terms. As such, they will be at a disadvantage when they become involved in advising staff as members of commissions, and the politics of advancing policy.

Rather than training up persons with disabilities (or other groups who are underserved) on Robert’s rules, for example, the City may want to consider amending procedures so that there is no longer a requirement to adhere to or abide by such arcane rules. The barriers that create an uneven playing field need to be identified and removed. The City needs to make sure that all commissions are fully inclusive. In other words, persons with disabilities from diverse backgrounds should be recruited and invited to participate on all commissions established by the City. Fortunately Civic Life is developing its “City Government 101” training, and that training can inform all community members on how the City works, and the roles and responsibilities of commissions. 

Aside from ensuring that the process for requesting reasonable accommodation is easy and timely, the City has other obligations vis-à-vis persons with disabilities in particular. 

[bookmark: _Toc399665886]4. Are the expectations of City Council realistic given the level of support provided to commissions generally and PCOD in particular? 

Effective communication plans do not try to “raise awareness” of the general population, they target specific audiences who have influence and are receptive to the message (early adopters, and the so-called “movable middle”). Likewise, commissions should not try to be a sounding board to all bureaus or all employees of the City, certainly when supported by one staff person at only .5 FTE.  

The early adopters, from PCOD’s perspective, are the staff with disabilities who work on disability. They and PCOD need to focus on who, within the City, constitutes the moveable middle. Which bureau directors may be more open to co-designing and piloting a disability equity plan? Which senior, mid-level and junior level staff will embrace an understanding of disability equity? 
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