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Agenda: 3.5 hours

Objectives:
• Have shared language around racial equity
• Examine the history of systemic racism in the U.S. and Oregon
• Recognize how institutional and systemic racism create disparate outcomes for
Black people, Indigenous people, and People of color
• Understand implicit bias and how it contributes to disparate outcomes
• Know the difference between equality and equity
• Apply an equity lens to eliminate disparities and improve outcomes for everyone
• Learn tools and resources to advance racial equity
8:30 a.m.

Welcoming, Objectives, Agreements, Agenda, Icebreaker
Myths about Race and Racism
Types of Racism: Individual, Interpersonal, Institutional, and Systemic
The History of Systemic Racism in Oregon and the U.S.

9:50 a.m.

15-minute Break
Evolution of Cultural Response: Diversity, Inclusion, and Equity
The Difference Between Equality and Equity
Explicit and Implicit Bias – Ways to disrupt our biased thinking and behaviors
Equity Lens Analysis in the Workplace
Tools and Resources
Evaluations

12:00 p.m.

END
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Equity is achieved when one’s
identity cannot predict the
outcome,
Racial equity means closing the
gap so that race can no longer
predict one’s success, while
also improving outcomes for all

•
•

•

•

•

It is our legal obligation
When we center on the
community experiencing the
deepest disparities, we can
remove barriers for everyone
Using a racial equity framework
has applications for other
marginalized and oppressed
groups
Racial oppression is one of the
root causes of poverty in this
country. African Americans own
2.7% of the wealth and 40% of
the incarcerated population
Laws, policies and practices
have created systemic barriers
for people of color to access
wealth and political power
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Diversity: While diversity is important,
it merely means, “variety.”
Inclusion: Are Black people, Indigenous
people and people of color, the
owners, planners, and decision- makers
in the system that governs their lives?
Equity: Do the laws, practices, and
procedures create opportunities for
people to gain wealth and obtain
positions of power?

Playing field: City services
People: Individuals, stakeholders, and
community
Fence: Regulations, practices, laws,
that are a barrier for some people
Boxes: Resources (time, money, ability,
education, language, etc.,) to access a
service

Group Activity – Creating meaningful access
Pick one City resource or service that you or your bureau provides:
How can this service or resource be improved to increase access and meaningful participation for
underrepresented communities?
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Equity Lens: A critical thinking assessment that includes a set of questions to evaluate burdens, benefits,
and outcomes to underserved communities.
Group Activity: Applying an Equity Lens
1. How is implicit bias impacting the way I or others think about this issue?
2. How will this issue impact Black people, Indigenous people, and people of color?
3. How can we reduce disparities?

Scenario #1:
Ana is Mexican and a native Spanish-speaker who recently joined the City of Portland workforce. Ana is glad
that her coworker, Sofia, also speaks Spanish. One day, while Ana and Sofia were speaking Spanish, Max
interrupted them by saying: “Please stop speaking Spanish, it’s distracting. I hope you are not gossiping
about us, because we don’t understand what you are saying.”
Scenario #2:
You want community members to learn about your service, so you organize an outreach event at City Hall
for 2:00 p.m. on a Wednesday. You sent emails and mailed flyers in English inviting people to the event. As
the event begins, you notice that 90% of the attendees are middle-aged, white, and able-bodied.
Scenario #3:
A hiring manager is completing an internal recruitment for a promotion and has the final word in selecting
who gets the position. Two employees, Koll and Bew, are the finalists. One of the job qualifications is the
ability to supervise and lead people. Bew has been with the department for two years and has a good
performance record. Koll has been with the department for five years, with an exceptional performance
record. The manager favors promoting Bew since Bew demonstrates the “natural leadership qualities” of
charisma, a bold voice, and a take-charge attitude. The manager has concerns about Koll’s personality and
communication abilities, saying that Koll lacks assertiveness; and is too soft-spoken, sensitive, and
accommodating.
Scenario #4:
In 2012, Portland voters approved a $35.00 income tax to support school teachers and art focused nonprofits. Residents aged eighteen or older with $1,000 or more annual income are required to pay the tax.
A postcard, in English, is mailed to every home, notifying them of their obligation to pay the tax. The tax can
only be paid online, by credit card. Debit cards are not accepted.
Scenario #5:
You answer calls for the City’s non-emergency line. You receive a call from a community member who
wants to report suspicious activity. The caller claims that her Black neighbor has frequent visitors who look
“sketchy,” coming in and out of his house. The caller expresses that visitors are parking in front of her house
and that she is afraid to leave her home because she thinks her neighbor is selling drugs.
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We will collaborate with
communities and institutions to
eliminate racial inequity in all
areas of government, including
education, criminal justice,
environmental justice, health,
housing, transportation, and
economic success.

EQUITY GOAL #3

We will strengthen outreach,
public engagement, and access
to City services for
communities of color and
immigrant and refugee
communities, and support or
change existing services using
racial equity best practices.

EQUITY GOAL #2

We will end racial disparities
within city government, so
there is fairness in hiring and
promotions, greater
opportunities in contracting,
and equitable services to all
residents.

EQUITY GOAL #1
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When change is a priority, urgency is felt and change is embraced. Building in
institutional accountability mechanisms using a clear plan of action will allow
accountability. Collectively, we must create greater urgency and public commitment to
achieve racial equity.

Operate with urgency and accountability:

Government work on racial equity is necessary, but insufficient. To achieve racial equity in
the community, government needs to work in partnership with communities and
institutions to achieve meaningful results.

Partner with other institutions and communities:

Measurement must take place at two levels—ﬁrst, to measure the success of speciﬁc
programmatic and policy changes; and second, to develop baselines, set goals, and
measure progress. Using data in this manner is necessary for accountability.

Be data driven:

Racial inequities are not random; they have been created and sustained over time.
Inequities will not disappear on their own. It is essential to use a racial equity lens when
changing the policies, programs, and practices that perpetuate inequities, and when
developing new policies and programs.

Implement a racial equity lens:

Commit to the breadth and depth of institutional transformation so that impacts are
sustainable. While the leadership of electeds and officials is critical, changes take place
on the ground, through building infrastructure that creates racial equity experts and
teams throughout the city government.

Build organizational capacity:

Use a racial equity framework that clearly articulates racial equity; implicit and explicit
bias; and individual, institutional, and structural racism.

Use a racial equity framework:

OVERALL STRATEGIES

CITYWIDE RACIAL EQUITY GOALS & STRATEGIES
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SHARED CITY-WIDE DEFINITIONS OF RACIAL EQUITY TERMS
Using shared definitions of key terms in the City’s racial equity work provides clarity and
consistency across all bureaus, which leads to better analysis of how institutional racism
functions and is maintained. We can then be more effective in deconstructing these
mechanisms that support institutional racism and begin constructing ones that produce
equitable outcomes.
These terms should be used when operationalizing the Citywide Racial Equity Goals and
Strategies through the use of the Budget Equity Tool and Racial Equity Plans.
Adverse Impacts: refers to practices or policies that appear neutral but have a discriminatory
effect on a protected group. Source: Office of Equity and Human Rights (OEHR)
Civil Rights Title VI: refers to Federal law. No person in the United States, on the grounds of
Race, Color, or National Origin, shall be excluded from participation in, denied the benefits of,
or subjected to discrimination under any program, service, or activity of a public entity, like
the City of Portland, that receives federal assistance.
Communities of Color: is a term used primarily in the United States to describe communities
of people who are not identified as White, emphasizing common experiences of racism.
Source: OEHR
Discrimination: refers to practices or policies that may be considered discriminatory and
illegal if they have a disproportionate "adverse impact" on persons in a protected class.
Source: OEHR
Disparate Impacts: refers to practices or policies that may be considered discriminatory and
illegal if they have a disproportionate "adverse impact" on persons in a protected class.
Source: OEHR
Diversity: includes all the ways in which people differ, and it encompasses all the different
characteristics that make one individual or group different from one another. Source: UC
Berkeley Center for Equity, Inclusion and Diversity
Ethnicity: a category of people who identify with each other based on common language,
ancestral, social, cultural, or national experiences. Source: Oxford English Dictionary
Equity: When one’s identity cannot predict the outcome. Source: OEHR
Equity Lens: is a critical thinking approach to undoing institutional and structural racism,
which evaluates burdens, benefits, and outcomes to underserved communities. Source: OEHR
Explicit Bias: is the evaluation of one group and its members relative to one another,
expressed directly, with full awareness. Source: OEHR
Implicit Bias: is the evaluation of one group and its members relative to one another,
expressed indirectly, usually without awareness. This operates in one’s subconscious.
Source: OEHR
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Institutional Racism: occurs within institutions and systems of power. It is the unfair policies
and discriminatory practices of particular institutions (schools, workplaces, etc.) Source: Race
Forward, Moving the Race Conversation Forward
Internalized Racism: lies within individuals. These are our private beliefs and biases about
race and racism, influenced by our culture. Source: Race Forward, Moving the Race
Conversation Forward
Interpersonal Racism: occurs between individuals. These are biases that occur when
individuals interact with others and their private racial beliefs affect their public interactions.
Source: Race Forward, Moving the Race Conversation Forward
Privilege: refers to the unearned set of advantages, entitlements, and benefits bestowed by
the formal and informal institutions of society to ALL members of a dominant group (e.g.
White privilege, male privilege, etc.). Privilege is usually invisible to those who have it. Source:
OEHR
Race: a non-scientific classification of human beings created by Europeans (Whites) which
assigns human worth and social status for the purpose of establishing and maintaining
privilege and power. Source: adapted from Ronald Chisom and Michael Washington, Undoing
Racism: A Philosophy of International Social Change
Racial Disparity: A significant difference in conditions between a racial group and the White
population that is avoidable and unjust. For example, African-Americans are
underrepresented in City of Portland management positions when compared to the
percentage of African-Americans in the general population or the representation of Whites in
management positions. Source: OEHR
Racial Equity: when race does not determine or predict the distribution of resources,
opportunities, and burdens for group members in society. Source: OEHR
Racial Equity Framework: An understanding of the root causes of racial disparities, an
analysis of the structures that perpetuate these disparities, and the ability to deploy critical
strategies to undoing those structures (i.e. community self-determination, shifting power,
etc…) in order to replace them with structures that produce equitable outcomes.
Racial Equity Tool: A set of strategies, procedures, and resources designed to integrate
explicit consideration of racial equity and that can be implemented and applied throughout
organizational policy, procedures, and operations to ensure/drive equitable process, impacts,
and outcomes. Source: OEHR
Structural Racism: is racial bias among institutions and across society. Source: Race Forward,
Moving the Race Conversation Forward
Under-served: refers to people and places that historically and currently have not had
equitable resources or access to infrastructure, healthy environments, housing choice, etc.
Disparities may be recognized in both services and in outcomes. Source: OEHR
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Resources
Racial Equity:
Website resources
• Community Engagement Liaison (CELs) Program – Office of Community and Civic Life
• Race Forward website: https://www.raceforward.org/
• Guidelines for unbiased language by American Psychological Association:
http://supp.apa.org/style/pubman-ch03.00.pdf
• Criminal Justice Fact Sheet: https://www.naacp.org/criminal-justice-fact-sheet/
• Policy Link website: http://www.policylink.org/
• Center for Social Inclusion website: http://www.centerforsocialinclusion.org/
• Understanding the cause and consequences of prejudice: http://www.understandingprejudice.org/
Disability Equity
• People First Language by Snow (2009): http://www.disabilityisnatural.com/images/PDF/pflsh09.pdf
• UN Enable - Work of the United Nations for Persons with Disabilities:
http://www.un.org/disabilities/
Audio-visual resources
• The Color Fear (DVD) by Lee Mun Wah (1995) – 90 minutes
• Race – The Power of an Illusion by California Newsreel (2003) – DVD 3 episodes – 56 min. each
Last Chance for Eden by Lee Mun Wah (2008), DVD 3 parts on race/gender/sexual orientations
• Close the Gap by Twin Cities Public Television, DVD 5 parts on race, class, place disparities and
change; Online video also available for viewing at www.tccompass.org/closethegap
• How to tell people they sound racist, 3-minute online video by Jay Smooth (07.21.08) at http://
www.illdoctrine.com/2008/07/how_to_tell_people_they_sound.html
Printed Books, Articles, or Magazines
• Uprooting racism: How White people can work for racial justice by Kivel, P. (2002)
• What Does it Mean to be White? Robin DiAngelo (2016)
• The New Jim Crow: Mass Incarceration in the Age of Colorblindness by Michelle Alexander
Research Reports
•
•

Coalition of Communities of Color:
http://www.coalitioncommunitiescolor.org/research/research.html
Urban League of Portland: http://ulpdx.org/programs/advocacy-and-civicengagement/advocacyand-public-policy/publication_archive/

15

