REQUEST FOR COUNCIL ACTION
Date:
January 10, 2022
Item No.:
7.a
Department Approval

Item Description:
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City Manager Approval

Receive Strategic Racial Equity Action Plan Update and Consider Commission
Recruitment Recommendations

BACKGROUND
In July 2021, the City of Roseville Strategic Racial Equity Action Plan (SREAP) narrative, priorities, and
timeline were approved by City Council. The Strategy Team, consisting of staff members from every
department in the city, department heads, and additional staff are working through data collection, process
mapping, data analysis, and process improvement for each of the identified priorities or high-impact areas.
The three high-impact areas serve as internal equity goals. These areas are identified as “problem
statements” in order for us to understand why this particular issue is a problem. The three high-impact
areas staff are working to improve are workforce diversity, board and commission diversity, and using an
equity lens/toolkit in decision making.
POLICY OBJECTIVE
The on-going work of equity within the city organization reflects the work related to the Racial Equity
Narrative. The City of Roseville is dedicated to creating an inclusive community where the predictability
of success is not based on race or ethnicity. The actions of government at the federal ,state, and local level
have created racial disparities that continue to harm our community. Rectifying these disparities is critical
to the development of a vibrant community and a high quality of life for all residents. All city departments
will prioritize racial equity in their planning, delivery, and evaluation of programs, policies and services.
The City of Roseville is committed to taking tangbile steps to normalize, organize and operationalize racial
equity principles and tools, with an eye toward impactful and sustainable outcomes that create a more
equitable community.
FINANCIAL IMPACTS
There are no significant financial considerations in the proposed staff recommendations regarding the
commission recruitment process changes. Future consideration of a commission stipend would be a
financial consideration.
STAFF RECOMMENDATION
In addition to receiving an update on the status of the SREAP priorities, as a result of data and stakeholder
feedback, staff recommends council accept the proposed recommendations on the interview process for
city commissions. The recommendations include holding commission candidate interviews in a separate
standalone meeting and pre-scheduling interviews. A list of possible questions and information regarding
the role of a commissioner should be provided prior to the interviews.

32
33
34
35
36
37
38

REQUESTED COUNCIL ACTION
This presentation is intended for both an information update on the SREAP and consideration of staff
recommended changes to the city’s commission recruitment process. Staff requests council adoption of
the recommended changes to the commission interview process and provide direction on items for future
consideration including reducing commissioner terms, amending the Appointment Policy, and providing
commissioner stipends.
Prepared by:

Thomas Brooks, Equity and Inclusion Manager
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Attachment A

SREAP Updates &
Commission Recruitment
Recommendations

SREAP Updates
Purpose

To help us measure and significantly improve our results with a
culturally diverse workforce, businesses, representation and
programming through:
•
•
•
•

Establishing a work plan and related budget to support the SREAP
Staff diversity and cultural competency development
Council and commission cultural competency development and
responsiveness
Reflection of Roseville’s diversity in all marketing/branding
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SREAP Updates
Background

Attachment A

•

Follows first Strategic Racial Equity Action Plan (SREAP) created through GARE
participation

•

Priority Areas: 1) Diversity in hiring and recruitment; 2) Board and commission diversity; 3)
Using an equity lens in decision making

•

Staff throughout the organization will continue to implement and achieve their existing DEI
initiatives which are not included in the SREAP work plan. However, staff should make sure
they are able to complete the SREAP goals with excellence.

•

The community will see impact on their lives as the city implements the third Strategic
Improvement (equity lens).

•

Main Audience: Intended to guide senior leaders and staff

•

Community stakeholders will be engaged and consulted as needed throughout equity and
inclusion efforts

SREAP Updates
Priority Updates
•

Hiring and Recruitment
•
•
•

•

Staff has been working through both gathering and analyzing 2020/21 workforce data
Improvements and standardization is being implemented to address data gaps
Staff is working to identify tools to assist in ongoing analysis and measurement of hiring data

Commission Recruitment – Recommendations to follow SREAP Updates
•
•
•

•
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Staff has continued to prioritize and identify opportunities and methods to engage stakeholders
throughout; stakeholder engagement so far has included staff, community members, and
commissioners
Data has been reviewed from a variety of sources including two surveys to existing commissioners
and prior applicants, LWV report, HRIEC, and internal stakeholder feedback
Surveys included Commissioner Demographic Survey and a Commissioner Experience Survey

Equity Toolkit
•
•
•
•

Finalization of a 12-step equity toolkit is in process, incorporating stakeholder input and identifying
future process for implementation
Staff leadership are working to understand and apply the toolkit to a future program or initiative
Initial planning for future training, communication, and rollout is underway
A supplemental Community Engagement Workbook (guide) is being developed to assist with the
consideration of stakeholder impact and needed level of engagement

SREAP Updates
Ongoing Consideration
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• As we continue this work in 2022, staff will continue to consider
and prioritize:
•

Communication and Engagement
•
•

•

Timeline
•
•

•

Equity updates are continuing to be communicated through the newsletter, City
News emails, HRIEC meetings, and council SREAP updates
Opportunities to incorporate key stakeholder feedback are continuing to be
identified
Being mindful of the SREAP timeline and quarterly milestones
Hiring and recruitment milestones have been shifted back 3 months due to
challenges in gathering data; we continue to implement improvements along the
way

Resources/Capacity/Training
•

Ensuring training and communication is considered and prioritized for staff across
the organization to understand improvements and changes to come
•

DEI, IAP2 Community Engagement, Equity Toolkit Analysis,

Commission Recruitment Recommendations
Overview
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SREAP Priority #2 – Diversity/Representation on all commissions
• Spring 2022 commissioner recruitment is underway
• Improvement efforts have included improving the experience of residents in
the commission recruitment process and using available data to identify
disparities and set target goals
• Areas to be improved in 2022 and beyond
•
•
•

•

Recruitment/outreach/communications
Application/interview experience
New commissioner orientation/onboarding

Two surveys were sent to existing commissioners; one included residents
not yet appointed to a commission
•
•

Commissioner Demographic Survey – Q3 2021
Commission Experience Survey – Q4 2021

Commission Recruitment Recommendations
Commissioner Demographic Survey
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Commission Recruitment Recommendations
Commissioner Demographic Survey
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Commission Recruitment Recommendations
Commissioner Demographic Survey
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Commission Recruitment Recommendations
Commissioner Demographic Survey
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Commission Recruitment Recommendations
Commissioner Demographic Survey
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Commission Recruitment Recommendations
Commissioner Demographic Survey
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38 out of 42 eligible commissioners completed the survey in August/September
2021
• 28.95% have lived in Roseville 0-5 years; 44.74% here 20+ years
• 51.43% live east of Snelling and north of Hwy 36
• 89.47% identified as homeowners; 7.89% renters
• 42.11% Female and 50% Male
• 44.74% are 40-54 years old; 78.95% are age 40+
• 7.89% make below a household income of $75,000; 34.21% below
$125,000
• 84.21% college graduates
• 81.58% white; 21.05% BIPOC*
• 26.32% learned about commission opening on city website; 23.68% city
newsletter; 10.53% council or commission member

Commission Recruitment Recommendations
Commission Experience Survey
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21 survey responses from current commissioners and 9
commission candidates not yet appointed from 2019 through 2021
Out of 5 stars

1 not very satisfied to 5 very satisfied

• 4.1 star average rating on overall application experience
• 3.9 star average rating on commission interview
experience
• 3.4 star average rating on onboarding/orientation experience
• 4.6 star average rating on overall commissioner experience

Commission Recruitment Recommendations
Commission Experience Survey
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• Overall Application Experience Feedback – 4.1 stars
•

•

“I think the questions asked when interviewing were simple, had nothing to do with
the position, and finally, while I may have not have been the pick for the position –
you could tell who the board liked and knew by how questions were asked during
the interview process.”
Others mentioned the need to clarify role and expectations of being a commissioner;
criteria used in decision making

• Commission Interview Experience Feedback – 3.9 stars
•
•
•

“Interviews should be private. It is very intimidating.”
“Not sure what I was getting judged on”
Better structure, clarity, and consistency with interview questions

Commission Recruitment Recommendations
Commission Experience Survey
•

Onboarding/Orientation Experience Feedback - 3.4 stars
•

•
•

•
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“Assign a "buddy" (which is a person who has served on the commission for some
time) to each new commissioner to acclimate them into the position.”
More information on meeting protocol; background of commission
Social event to meet and get to know other commissioners

Overall Experience Serving as a Commissioner Feedback – 4.6 stars
•
•

•
•

“I feel good about the opportunity to use my skills and background for the City’s
benefit.”
“A short biography of the other commission members would be helpful, work
experience and other financial experience (finance commission).”
“I’m not sure about the level of influence we actually have on the decision making
by the City. It sometimes feels like we are just there to listen to the plans that
already in place. Not sure how to change this.”
Even with opportunities for improvement, the data shows a general satisfaction with
experience serving as a Commissioner

Commission Recruitment Recommendations
Candidate Experience Improvements for 2022
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Recruitment – Tasks Underway by Staff
1.

2.
3.

Establish target goals of reducing racial, rent/own, household income, and education disparities in
commission representation
Seek out and use referrals from external facing staff, council, commissioners, community leaders
Emphasize, update, and target communications; leverage current resources regarding
commission opportunities (newsletter, website, email, social media, city digital signage, ).

Interviewing – Pending Council Approval
1.
2.

Hold separate (public) meeting for candidate interviews; no cameras; pre-schedule interviews; and
better standardize structure and possible interview questions
List of possible questions and role of commissioner to be sent to candidates prior to the interviews

Orientation/Onboarding – Improvements Underway by Staff
1.
2.
3.

Revamp orientation to include ethics, meeting protocol, expectations, and breakout groups to
meet-and-greet and introduce workplan items
To occur virtually
All commission chairs assign a buddy for mentorship of new commissioners

Commission Recruitment Recommendations
Additional Recommendations/Considerations
•

•

Reduce terms from 3 years to 2 years
•

•

•

Active commissioners may be reappointment up to 2 additional terms (to still total 6
years)

Remove policy item regarding a possible requirement for twice the number of
applications for commission openings
•

•
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While intended to be inclusive, this policy sends the wrong message to the candidates
that do apply.
Given recruitment challenges, in general, it is expected some recruitment seasons will
be lighter/heavier than others

Consider commissioner stipends in 2023 budget
•
•
•
•

Supports equity goals
Values time, guidance, experience, and expertise of residents
May help with recruitment
Could help assist with childcare or transportation expenses

Consider childcare/public transportation reimbursement
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Questions?
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THANK YOU

City of Roseville
Summary of 2020 Census Redistricting Data
Released August 12, 2021
The U.S. Census Bureau has released housing and population counts from the 2020 Census, a complete enumeration of the
population as of April 1, 2020. Table 1 provides basic counts of housing units, households, and population for the City of Roseville.
Table 1: Counts of housing units, households, and population
Housing units

Total
population

Households

Population in
households

Persons per
household

Population in
group quarters

2020 Census

16,103

15,554

36,254

34,836

2.24

1,418

2010 Census

15,490

14,623

33,660

32,234

2.20

1,426

+613

+931

+2,594

+2,602

+0.04

-8

Change, 2010-2020

Please note: To facilitate comparisons over time, all statistics provided here reflect community boundaries as they existed in 2020.
For example, if a city annexed part of a township, then both communities’ 2010 and 2020 numbers would reflect their 2020
jurisdictional areas. We also corrected published 2020 counts for a small number of communities where the Census Bureau’s
geographic files were incorrect. For more information, see the materials available at https://www.metrocouncil.org/census2020.

Race and Hispanic/Latino origin
Table 2 describes Roseville’s population by race and Hispanic/Latino origin. BIPOC residents (Black / Indigenous / people of color)
are 28.8% of Roseville’s total population, compared with 31.2% for the seven-county Twin Cities region as a whole.
Table 2: Race and Hispanic/Latino origin, 2010 and 2020
Group*

2010 Census
Number

Percent

2020 Census
Number

Percent

Change, 2010 to 2020
Number

Percentage
points

Total population

33,660

100.0%

36,254

100.0%

+2,594

NA

White, non-Latino

26,700

79.3%

25,809

71.2%

-891

-8.1

6,960

20.7%

10,445

28.8%

+3,485

+8.1

Black or African American, non-Latino

2,038

6.1%

3,182

8.8%

+1,144

+2.7

Asian or Pacific Islander, non-Latino

2,447

7.3%

3,458

9.5%

+1,011

+2.3

Hispanic or Latino

1,551

4.6%

1,942

5.4%

+391

+0.7

American Indian or Alaska Native, nonLatino

132

0.4%

137

0.4%

+5

0.0

Other race not listed above, non-Latino

32

0.1%

122

0.3%

+90

+0.2

760

2.3%

1,604

4.4%

+844

+2.2

All BIPOC residents (Black / Indigenous /
People of color)

More than one race, non-Latino

* - Group names are those used by the federal government; many people prefer different terminology. See additional notes below.

Race and Hispanic/Latino origin by age
As many have noted, the population under age 18 highlights how our future population will be increasingly diverse. Table 3 provides
the same breakdown by race and Hispanic/Latino origin of Roseville’s population under age 18 and age 18+.
Table 3: Race and Hispanic/Latino origin by age
Group*

Under age 18
Number

Age 18+

Percent

Number

Percent

Total population

6,797

100.0%

29,457

100.0%

White, non-Latino

3,497

51.4%

22,312

75.7%

All BIPOC residents (Black / Indigenous / People of
color)

3,300

48.6%

7,145

24.3%

1,077

15.8%

2,105

7.1%

Asian or Pacific Islander, non-Latino

869

12.8%

2,589

8.8%

Hispanic or Latino

673

9.9%

1,269

4.3%

American Indian or Alaska Native, non-Latino

26

0.4%

111

0.4%

Other race not listed above, non-Latino

25

0.4%

97

0.3%

630

9.3%

974

3.3%

Black or African American, non-Latino

More than one race, non-Latino

* - Group names are those used by the federal government; many people prefer different terminology. See additional notes below.

About the data
The above tables contain the official terms for race groups as defined by the U.S. Office of Management and Budget. We
use these for consistency with the data as reported by the Census Bureau while emphasizing the following:
Each of the groups has considerable diversity within it. For example, the Black population includes both descendants
of enslaved people and recent African immigrants, while the Asian population includes Asian Indian, Chinese, Hmong,
and Vietnamese residents along with many other groups. Many people prefer to be called by those more specific
cultural community names rather than the federal government’s broad labels. The redistricting dataset does not allow
for distinctions among communities within these race groups; please see the Council’s Equity Considerations dataset
(https://metrocouncil.org/Data-and-Maps/Research-and-Data/Place-based-Equity-Research.aspx) for more
information.
Many people prefer different language for these broad labels. For example, in place of “Latino,” some use “Latino/a,”
“Chicano/a,” or gender-neutral alternatives like “Latinx” or “Latine.” And in place of “American Indian,” some use
“Native American” or “Indigenous.”
Several factors may complicate the comparison of 2010 and 2020 race data; you can find an overview at
https://www.census.gov/newsroom/blogs/random-samplings.html.
This data release contains only the numbers needed for redrawing legislative districts. Additional data, like household type
and full age breakdowns, will be released later.
For additional information, please see our interactive maps and charts, available at https://metrotransitmn.shinyapps.io/census2020. This application provides data for all cities and townships in 1990, 2000, 2010, and 2020. You can access additional detail on
people who identify more than one race and examine trends for areas within communities (census tracts and block groups).
We are happy to discuss any additional questions you have; please contact Research@metc.state.mn.us.

