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City Manager Approval
Government Alliance on Race and Equity Update

BACKGROUND
The City became part of the 2018 Government Alliance on Race and Equity (GARE) Cohort in
January 2018. The Government Alliance on Race and Equity (GARE) is a national network of
governments working to achieve racial equity and advance opportunities for all.
The City of Roseville identified 14 employees across all departments and levels to participate in the
yearlong cohort. The Roseville GARE team attended several hours of training and education, learned
how to utilize a ‘Racial Equity Toolkit’ and has piloted the use of that toolkit on a project regarding
snowplowing. In addition, the team developed a Racial Equity Narrative that was presented to the
City Council in May 2018, which outlines how the organization can make a commitment to racial
equity.
In March, 2019, the GARE team presented a long-term strategic Racial Equity Action Plan to the
City Council that will build staff capacity, and outline meaningful and measurable results that will
move the organization toward racial equity. The goal of this Racial Equity Action Plan is
institutional and structural change. Minutes from that meeting are attached. (Attachment A)
Since that meeting, staff has identified priority areas to begin working on in 2019 and 2020. These
priority areas are highlighted in the attached action plan (Attachment B). In addition, staff has added
metrics to each of the priority areas to help measure progress on the action plan. These metrics and a
progress update are included in Attachment C.
The priority areas for 2019-2020 were identified in order to begin building a foundation and
sustainable effort within the organization to work on racial equity. To do this, we must normalize the
conversation around race, and identify it as an organizational priority. These initial steps were
identified with thought given to the impact, budget and staff capacity to do the work.
POLICY OBJECTIVE
One of the City’s strategic priorities is Inclusive Community and Governance. As part of this,
leadership wants to give staff the tools, training and understanding of how to review city policies and
procedures to address inequities.
BUDGET IMPLICATIONS
None.
STAFF RECOMMENDATION
Informational
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Receive the information and provide feedback on the direction the Racial Equity Action Plan.
Prepared by:
Attachments:
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Rebecca Olson, Assistant City Manager
A.
Minutes Excerpt
B.
Racial Equity Action Plan - highlights
C.
Metrics & Progress report
D.
PowerPoint

Minutes Excerpt
March 18, 2019
City Council Meeting
a.

Attachment A

Government Alliance on Race and Equity Update
Assistant City Manager Olson briefly highlighted this item as detailed in the RCA
and related attachments dated March 18, 2019.
Councilmember Etten thought Ms. Olson was on the right path. He suggested if
hiring staff that reflects a community, then the City it is more likely to have
programs and services and actions that connect with that community. Because the
staffing and hiring process largely lays within the purview of staff who have done
the training versus the Council, he thought it would be something that would be
easier for staff as a group to own and take action on.
Councilmember Groff stated staff is on the right path and this is probably a lifelong
process for everyone and not something to be done in a year. He applauded the
goals and measurability the group has, noting it is one of the things that is so hard
to do in this field, but he thought Ms. Olson spelled out some ideas and he was very
hopeful and supported this.
Councilmember Laliberte thanked Ms. Olson for the presentation and the work that
the fourteen staff and the rest of the organization has done over the course of the
past year. She stated because some of these goals are aspirational, she thought it
would be interesting to see what the metric is for measuring success.
Councilmember Laliberte stated when Ms. Olson was talking about the hiring
process, the application process, the example was actually one of gender. She was
curious how hyper focused it will be to review policies, review applications, review
interview processes specifically for race because Ms. Olson went through this and
this is the goal because even with the City’s HRIE Commission, it is often talked
about renters and the seniors in the community who also need jobs these days. She
wondered how filtered that work will be or how inclusive/exclusive will that be.
Ms. Olson thought that was an excellent point and question. One of the things she
thought was very important is that this work, even though it leads with race, it does
include other areas that these tools can be applied to, not just with race. Although
the group will be looking for race, her guess is that when reviewing policies and
procedures, it will encompass groups other than people of color.
Councilmember Etten agreed and thought that when looking at the title, it is race
and equity and a lot of that equity tool frame is looking at how are different people
impacted that are outside of the majority. He thought the tool kit will get to those
things that might relate to gender, economics, or race.
Councilmember Willmus agreed with much of what his colleagues put forward and
that implementation certainly is long-term. He thought much of what is before the
Council is internal to the organization and those are things that the City can really
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get at easier than what he wants to point out, which are contractors or suppliers. He
asked how can those things be measured in terms of costs and tying that back. That
would be an aspect of this that he would be very interested in.
Ms. Olson stated those are conversations the organization has had, and answers are
not known at this point.
Mayor Roe stated just because there is a question about it does not mean it is not
looked at but to keep those items on the list to circle back to when procedures or
processes need to be looked at. He noted policies can be changed, and the City can
circle back to those things.
Mayor Roe did not think the organization was on the wrong track by any stretch
and thought it was probably the threshold, noting the City has crossed that and is in
good shape. He thought the next steps are important as to identifying some of those
more detailed measures and trying to look at timelines to see what could be done
sooner and later. He thought it was great to identify partners and would identify
the St. Paul Area Chamber, which has done a lot of work on equity as well with the
business community.
Mayor Roe thought it would be worth a conversation with the HRIEC to figure out
how that Commission plugs into this because he could see them functioning in a
way almost like the Public Works Environment and Transportation Commission
works related to the Green Step Process.
Councilmember Groff asked how much the HRIEC has been involved with this so
far.
Ms. Olson stated this has been more of an update for the HRIEC and the HRIEC
has not been involved in the internal workings.

City of Roseville
Strategic Racial Equity Action Plan

Will work on in 2019-2020

Attachment B

Goal All people of Roseville are welcomed, included and respected.
Community Indicator

Outcomes

Actions

A. Roseville residents
Outcome: Measurable proxies for feelings of
state they feel welcome welcomeness, inclusion and respect are developed.
in the community
regardless of
background or
demographics.

1. Find out what it means to a person of color to feel welcome, included and respected
through qualitative means.
2. Develop measureable proxies for feeling welcome, included and respected.

3. Interact with the community in their areas of comfort.

4. Develop a network of contacts in communities of color.

Outcome: Feelings of welcomeness, inclusion and
respect are tracked on an on-going basis.
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1. A statistically valid and representative survey is developed and administered on an
on-going basis to track the feelings of welcomeness, inclusion and respect.

City of Roseville
Strategic Racial Equity Action Plan

Will work on in 2019-2020

Goal: All people of Roseville are welcomed, included and respected.
Community Indicator
Outcome
B. Roseville’s workforce
reflects the diversity of
the community across
the breadth and depth
of the organization.

Outcome: Roseville’s applicant pool and workforce is
representative of the overall percentage of people of
color living in Roseville.

Attachment B

Action
1. Job descriptions are reviewed and revised using a racial equity lens.
2. A racial equity toolkit is used to review and revise the advertisement, application and
interview process for job applicants.
3. Training on implicit bias is provided for all those serving on hiring panels.

Outcome: The City establishes a policy to hire
contractors who use a workforce that reflects
Roseville’s racial equity plan.
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1. Contracts are reviewed for inclusion of language to address hiring of contractors with a
racially diverse workforce.
2. Purchasing procedures and laws are reviewed.
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City of Roseville
Strategic Racial Equity Action Plan

Will work on in 2019-2020

Attachment B

Goal All people of Roseville are welcomed, included and respected.
Community Indicator

Outcomes

Actions

C. Participation in local
government, programs,
and services reflect the
diversity of the
community.

Outcome: Programs and services meet the needs of all
community members.

1. Baseline metrics are established and reviewed in each department on an on-going basis to
track participation by demographics.

2. A needs assessment of city programs and services is completed using a racial equity
lens/toolkit.

Outcome: Policies and procedures are racially
equitable.

1. A racial equity toolkit is used to review policies and procedures.

Outcome: City of Roseville commissions are reflective
of the community demographics.

1. A racial equity toolkit is used to review and revise the advertisement, application and
interview process for commission applicants.

2. Barriers to serving on a commission are identified and removed.
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City of Roseville
Strategic Racial Equity Action Plan

Will work on in 2019-2020

Attachment B

Goal All people of Roseville are welcomed, included and respected.
Community Indicator

Outcomes

Actions

D. Roseville staff, elected
and appointed leaders
understand and are
committed to
achieving racial equity
within the organization
and community.

Outcome: Racial equity is established as an on-going,
sustainable and integrated priority of the city
organization, elected and appointed leaders.

1. The city’s Racial Equity narrative is communicated to staff and officials.

2. Staff and officials receive effective training on why racial equity is a priority.

3. Adopted budgets include funding to implement the strategic racial equity plan.
4. An organizational structure focused on racial equity is developed.
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Racial Equity Priorities
2019-2020
GOAL: All people of Roseville are welcomed, included and respected
Community Indicator

Outcomes & Actions

Timeline

Accountability

(What & How)

(When)

(Who)

Performance Measures

Outcome: Measurable proxies for feelings of
welcomeness, inclusion and respect are
developed

A. Roseville's residents
state they feel welcome in
the community,
regardless of background
or demographics

Discussion between HRIEC & Council 6/3/19
HRIEC developing strategies for engagement

Actions: (#4) Develop a network of contacts in
communities of color
1. Discussion between HRIEC and
Council on role of HRIEC in
developing relationships and
connections in communities of color
2. Communications staff begins
discussions on how to further develop
relationships in under-reached
communities through microcommunication efforts.

2019-On-going

GARE Team
City Manager
Assistant City Manager
HRIEC

3. Strategic communications plan,
along with engagement and outreach
best practices are developed.

Community Indicator

Outcomes & Actions
(What & How)

Development of a Best Practices HRIEC developing a draft Best Practices document
for Engagement document
for engagement

Develop a Strategic
HRIEC is working on event to increase outreach to the
Communications Plan including Hispanic community that would include opportunity to
identify "Ambassadors" (approved by council 7/22/19)
methods to engage underreached communities

Number of community leaders Strategic Communications plan is in final drafting
identified and reached out to stage (8/22)

Timeline
(When)

Accountability
(Who)

Outcome: Roseville's applicant pool and
workforce is representative of the overall
percentage of people of color living in Roseville
B. Roseville's workforce Actions: (#1) Job descriptions are reviewed
and revised using a racial equity lens
reflects the diversity of
the community across the
1. Specific positions are identified for
breadth and depth of the
review
organization

Progress Report

Performance Measures

Progress Report

Number of job descriptions
reviewed/revised

2019-On-going

Human Resources
GARE Team
City Manager
Assistant City Manager

Process is defined on how to
review job descriptions

GARE team is identifying positions to review
during 2019-2020
Racial Equity statement is included on all jobs
under 'Minimum Qualifications'
Job postings are targeted to specific professional
organizations

2. A process for reviewing job
descriptions using a racial equity lens
is developed

2019-2020 Racial Equity Priorities - Page1
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Racial Equity Priorities
2019-2020
Community Indicator

Outcomes & Actions
(What & How)

Timeline
(When)

Outcome: Racial equity is establised as an ongoing, sustainable and integrated priority of the
city organization, elected and appointed leaders
Actions: (#1) The city's Racial Equity
Narrative is communicated to all staff and
officials

Performance Measures

Progress Report

Number of employees who
receive narrative

2019-2020

1. Narrative is included as part of
employee training and new hire
orientation
2. Other platforms are identified as
ways to enforce the narrative
D. Roseville staff, elected
and appointed leaders
Outcome: All employees within the organization
understand and are
understand and are aware of structural and
committed to achieving institutional racial inequity and how it impacts
racial equity within the the work we do
organization and
Actions: (#2) All current and future staff
community.
receive effective training on racial equity

4/29/19: Focus for 2019 will be on staff
8/22/19: 10 out of 12 regular employee new hires in
Number of new hires who
2019 have received the Racial Equity narrative as
City Manager Assistant
receive orientation with
part of onboarding
City Manager
narrative included
The narrative has been integrated into new
GARE Team
commissioner annual training, & Strategic
Human Resources
Number of platforms where the
Communications Plan
narrative is communicated

Number/Percent of employees
who receive training

2019-2020
1. A training curriculm for employees
is developed and implemented

Accountability
(Who)

GARE Team
Number of new hires who
receive training

Training has been developed and all regular
employees (200+) will be required to attend in
November
A pre/post survey is being developed with the intent
to provide to employees at the training in November

Analysis of pre/post survey
2. A pre-and -post survey is developed
to measure effectiveness of training

2019-2020 Racial Equity Priorities - Page2
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GOVERNMENT ALLIANCE ON
RACE AND EQUITY (GARE)
Update
City Council Meeting
October 7, 2019

GARE
Background

ROSEVILLE GARE
•
•
•

14 members
All departments represented
Year – long training cohort

Racial equity is realized
when race can no longer
be used to predict life
outcomes, and outcomes
for all groups are improved.

WHY LEAD WITH RACE
•
•
•

Race is consistently a primary indicator of a person’s success and
wellness in society
Tools can be applied across populations
Government has historically played a role in creating barriers and
inequities

GARE
Racial Equity Plan

• Normalize
• Organize
• Operationalize

Racially Equitable Organization

Operationalize

FOUNDATIONS FOR SUSTAINABLE CHANGE

GARE
Racial Equity Plan

NORMALIZE

Racially Equitable Organization

• Organize
• Operationalize

Operationalize

• Normalize

GARE
Racial Equity Plan

HOW ARE WE NORMALIZING RACIAL EQUITY?
• Job Postings – Minimum Requirements
The City of Roseville is dedicated to promoting diversity and inclusion in our workforce. The City seeks to be
the place where a diverse mix of talented people want to work. We are focused on equity and believe that
diversity brings a unique and important perspective to the work we do. We are proud to be an equal
opportunity employer.

• On-Boarding Process
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 tangible 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.

• Communications
Conversations are occurring – within department meetings, in commission meetings, at council meetings,
one-on-one, in the community. Sharing it as an organizational priority.

GARE
Racial Equity Plan

NORMALIZE

Racially Equitable Organization

•Organize
• Operationalize

Operationalize

• Normalize

GARE
Racial Equity Plan

HOW ARE WE ORGANIZING FOR RACIAL EQUITY?
• Building Staff Competencies & Skills
 Foundational training scheduled for November for all
regular staff
• Building Infrastructure to support the work
 Connecting & building relationships in communities of color
through HRIEC (i.e. Hispanic Heritage month)
 Future work will focus on internal infrastructure (RE teams),
and external partnerships (HRIEC community connections)

GARE
Racial Equity Plan

NORMALIZE

Racially Equitable Organization

• Organize

• Operationalize

Operationalize

• Normalize

GARE
Racial Equity Plan

HOW WILL WE OPERATIONALIZE RACIAL EQUITY

Result: community level condition of
health and well-being we intend to
improve.

Outcome: A future state of being
resulting from a change at the
jurisdiction, department, or program
level.

Indicators
are the
means of
measuring
impact in the
community.
Action: things your jurisdiction
will do to achieve an outcome.

Performance:
How much?
How well?
Impact: Anyone better off?

GARE
Racial Equity Action Plan

GOAL:

All people of Roseville are welcomed, included and respected.

COMMUNITY INDICATORS:
A. Roseville residents state they feel welcome in the community
regardless of background or demographics.
B. Roseville’s workforce reflects the diversity of the community across
the breadth and depth of the organization.
C. Participation in local government, programs, and services reflect the
diversity of the community.
D. Roseville staff, elected and appointed leaders understand and are
committed to achieving racial equity within the organization and
community.

GARE
Racial Equity Action Plan

COMMUNITY INDICATORS:
A. Roseville residents state they feel welcome in the community
regardless of background or demographics.

OUTCOME:
• Develop indicators of feelings of welcomeness, inclusion and respect
• Feelings of welcomeness, inclusion and respect are tracked on an on-going basis

ACTIONS:
•
•
•
•

Engage – Ask POC what it means to feel welcome, included, respected
Develop measures
Develop network in communities of color
Survey

GARE
Racial Equity Action Plan

COMMUNITY INDICATORS:
B. Roseville’s workforce reflects the diversity of the community across
the breadth and depth of the organization.

OUTCOME:
• Applicant pool and workforce is representative of overall % of POC living in Roseville
• Policy for contractors

ACTIONS:
•
•
•
•

Review job descriptions using racial equity lens
Review advertising, application and interview processes
Training for hiring panel staff on implicit bias
Review contracts, laws, purchasing procedures

GARE
Racial Equity Action Plan

COMMUNITY INDICATORS:
D. Roseville staff, elected and appointed leaders understand and are
committed to achieving racial equity within the organization and community.

OUTCOME:
• Racial Equity is established as an on-going, sustainable, integrated priority of the city
organization, elected and appointed leaders.

ACTIONS:
•
•
•
•

Racial Equity narrative is communicated to staff and officials
Staff & officials receive effective training on why racial equity is a priority
Adopted budgets include funding to implement racial equity action plan
Organizational structure focused on racial equity is developed.

Questions?

