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Reflections from Department Leadership

What specific racial inequities and disparities within your department are you focused on
addressing in 2022?

The Ethics Commission is a unique City department in that it was established directly by San
Francisco voters with the duty to impartially administer and enforce the city’s ethics, campaign
finance, and lobbying laws, which are designed to promote broad, fair, and equal participation
in city government. Under the City Charter, with a background in laws related to campaign
finance, governmental ethics, and lobbying, the Executive Director serves as the department’s
chief executive officer and provides strategic, operational, and program direction in support of
the department’s mission and mandate.

At the core of the Commission’s mission is the goal of promoting full participation and trust in
the effective and equitable practices of local government by recognizing and removing
obstacles to fair and equal participation. When corrupt actions and pay-to-play practices
perpetuate inequities and serve to systemically disenfranchise those with less privilege and
access, for example, the ability of people to participate effectively in decisions that affect their
lives is diminished. The Commission’s mandate to develop, implement, and impartially enforce
ethics laws to address these systemic issues is vital “to assure that the governmental processes
of the City and County promote fairness and equity for all residents and to maintain public
trust in governmental institutions.” [SFC&GCC Sec 3.200]

For this work to be effective, understanding the context in which longstanding political and
governmental processes and structures have instead served to blunt full and equitable
participation is essential. As Spencer Overton has written, “[w]hile past racially discriminatory
laws impact the distribution of substantive property rights, they also establish the framework
within which individuals exercise political rights” and “resources are needed to engage in
effective political communication and to participate in the democratic process.” [Spencer




Overton, Racial Disparities and the Political Function of Property, 49 UCLA L. Rev. 1553 (2002),
pl7.] “A more equitable democratic environment allows people of color to use the political
process to secure privileges and resources for themselves.” [Spencer Overton, But Some are
More Equal: Race, Exclusion, and Campaign Finance, 80 Tex. L. Rev. 987 (2002). P 1056]

As the Ethics Commission’s five members noted in a statement issued during its FY22 budget
deliberations, longstanding systemic racism, income inequality, and recent public corruption
convictions and indictments in multiple City departments, each is an “insidious crisis that
directly threatens our ability to rise” as a City. The Commission concluded, “[e]quity is not
advanced when the public loses faith in the legitimacy of government and opts out of
participating.”

Aligned with this understanding and within this context, my work as Racial Equity Leader to
date has been to initiate our departmental Racial Equity Action Plan by engaging our senior
leadership team in December 2020 and work in tandem with our Deputy Director/Chief
Operating Officer to focus and prioritize departmental resources in support of the action steps
identified in the Plan. Primary priority steps focused on continuing to rightsize the number,
nature, and level of staff positions required for the Commission’s work and elevating and
standardizing a racial equity perspective within those processes.

At the same time, more informally as we worked to secure staffing through our priority
recruitment and hiring processes, my focus has also been on engaging diverse staff
experiences and perspectives internally to help strengthen the impact and effectiveness of
programs and services we deliver, to:

e develop and enhance public disclosure programs and new tools to promote broad and
informed participation by the public;

e administer and enforce governmental ethics laws fairly and equitably to prevent the
securing of preferential outcomes from city government based on privilege, money, or
connections;

e advance fair, objective, and timely investigations, so that enforcement actions that hold
accountable those who violate the law are not significantly delayed, which helps
prevent inequities from being perpetuated and further disenfranchising those with less
privilege and access when corrupt actions are allowed to take root;

e safeguard whistleblower protections to empower those inside city government to
speak out about waste, fraud, and abuse without fear of reprisal;

e build opportunities to deepen civic and community engagement across all Commission
programs and policy initiatives, to ensure broad stakeholder perspectives can be more
consistently engaged and integrated into our compliance guidance approaches, and
policy analysis processes; and

e through robust stewardship in administering the city's campaign matching funds
system, encourage new and diverse voices in city elections by helping offset
fundraising barriers faced in seeking public office by grassroots candidates, and




empower the role of relatively small donors to strengthen candidate responsiveness to
the communities they are elected to serve.

In 2022, as we continue to evolve our Racial Equity Action Plan and work toward magnifying
its impact in our department and, ultimately, beyond, we've identified a number of paths
forward for progress in the coming year.

First, to advance racial equity in our department our work will focus on expanding and
formalizing our recruitment outreach and hiring-related resources for hiring managers and
continue to engage diverse interviewers for hiring panels.

We also plan to regularly gather and assess our workforce and operational data related to
racial equity to further inform our organizational priorities and decision-making. In gathering
staff feedback via a staff survey on departmental diversity, equity, and inclusivity, for example,
we want to better understand racial equity issues as they relate to departmental hiring and
recruitment, and onboarding processes. We also hope to gain insights from the perspectives
and experiences of all staff regarding our work environment and ways in which our
department can better support individuals to thrive and achieve in their work and advance
professionally.

Our updated plan also identifies providing new training opportunities to promote a wider
understanding of racial equity among departmental senior leadership and staff. While a two-
day DHR-facilitated Creating an Inclusive Environment / Implicit Bias Workshop was held for all
Commission staff in 2018, not all individuals on staff currently were on board at that time.
More importantly, however, we recognize that understanding and fostering a culture that
values diversity, equity, and inclusion is not a one-off exercise, but that it is an ongoing journey
that continues to evolve with regular focus and engagement.

The updated plan also identifies additional ways to establish more consistent and effective
community feedback and engagement methods. With a focus on public engagement in policy
development and implementation, we will look to shape creative new approaches to engaging
community stakeholders in how programs and policies are designed, communicated, and
implemented.

Lastly, as we seek to expand and deepen the impact of our Racial Equity Action Plan over the
coming vyear, it will be essential to enable time and space for all Commission staff to be able to
share their perspectives and insights and engage with each other in this process. Developing a
shared understanding of what racial equity means for the work we do, and in the way we work
together, will mean enhancing and deepening our ongoing collaboration to broaden public
participation, build public trust, and make our work more impactful. Providing organizational
leadership and commitment to these efforts by enabling time, resources, and opportunities to
pursue this valuable work is also a priority focus in the year ahead.




Please describe your engagement to date with your Racial Equity Leaders. What specific
types of support are you providing your Racial Equity Leaders and other employees doing this
work?

Since late 2020, steps to initiate a departmental Racial Equity Action Plan and to identify and
implement initial action steps for 2021 have been priorities of the Executive Director and
Deputy Director with input from the senior leadership team, due to a strategic department-
wide focus on recruitment and hiring efforts to fill a high volume of new staff positions and
backfill several other staff vacancies. To date, this work has been led by the Executive Director
with the participation of senior staff leadership in hiring and recruitment activities.

As detailed in this May 2022 Plan update, going forward we have identified broadened ways in
which we plan to engage staff in our departmental racial equity work beginning in FY23. That
information is contained in this report.

Acknowledged by
LeeAnn Pelham, Executive Director, May 2, 2022

1. Hiring and Recruitment

Goals

In 2016 the Commission established a Blueprint for Accountability to bring its strategic,
operational, and budgetary priorities into stronger alighnment. Key to its Blueprint was the goal
of rightsizing the organization to better achieve the broad range of mandates the Commission
was established to serve. The organizational restructuring, realignment of staffing functions,
and creation of new positions this has required, while also implementing process
improvements to strengthen core operations and programs, has resulted in a period of
significant organizational transformation over the past six years. This transformation has been
essential for the Commission’s effectiveness as it works to promote broad, fair, and equal
participation in city government.

As it continues to pursue this work, the Ethics Commission is committed to recruiting, hiring,
and retaining a diverse, collaborative, and high performing staff of individuals whose individual
experiences, knowledge, and talents collectively drive achievement of the Commission's
unique mission in San Francisco city government. We honor and value diversity, inclusion, and
engagement, and are committed to promoting racial equity and to creating and sustaining a




work environment that reflects and engages the diversity of our communities. The
Commission provides equal employment opportunities (EEO) to all employees and applicants
for employment without regard to race, color, religion, sex, gender, gender identity or
expression, national origin, age, disability, genetics, or any other protected category.

Performance measures
o Candidate pool is increasingly more diverse and referred from a variety of sources.
o Departmental hiring and onboarding procedures are further refined and formalized.
o Hiring and onboarding delays are minimized.

Changes implemented over the 2021 calendar year
If relevant, include action numbers from the RE Action Plan.

e Expanded recruitment outreach by promoting job postings via City’s social media
accounts and sharing with diverse community groups through DHR'’s Diversity
Recruitment Team. (1.2.1)

e Greater standardization of all job announcements with inclusive language in the
description to invite applicants from diverse backgrounds. (1.2.3)

e Greater standardization of onboarding procedures and new employee orientation to
ensure that all new hires are welcomed into the department and timely provided with
information, resources, and equipment. (1.4.7)

Priority actions for 2022 calendar year, including opportunities for staff input and decision-
making
If relevant, include action item numbers from the RE Action Plan. Please also highlight any major
revisions made to RE Action Plan since first submission.
e Conduct an employee survey in FY23 to gather staff’s feedback on departmental
diversity, equity, and inclusivity, to inform its ongoing priorities and decision-making.
(1.1.2)
e Continue to expand recruitment outreach through new and diverse outlets to increase
applicants with more diverse life, education, and professional experiences. (1.2.2)
e Consolidate and formalize hiring related resources for hiring managers to increase
efficiency in the recruitment process. (1.2.2, 1.4.1, 1.4.3)
e Continue to engage diverse panelists in the department’s interview process. (1.4.2)
® Actively manage recruitment timelines to promptly address bottlenecks in hiring and
onboarding processes to minimize delays. (1.4.6)
® Assess hiring outcomes using demographic and other available data to identify and
implement improvements in the recruitment process. (1.5.1)

2. Retention and Promotion




Goals

The Ethics Commission is committed to promoting an inclusive work environment and
employee retention and promotion practices in alighnment with overall departmental RE goals
and that support, develop, and equitably advance the unique knowledge, skills, and abilities of
a diverse staff, including paths to promotional opportunities and leadership roles.

Performance measures
o Consistent review and application of salary standards across positions.
o Consistent review of job classification levels for right-sizing the positions as business
needs evolve.
® Increase in professional development resources for staff.
® Decrease in staff turnover.

Changes implemented over the 2021 calendar year
If relevant, include action numbers from the RE Action Plan.

e Performed an increased number of regular assessments of salary placements, job
classification levels, and acting assignments with heightened number of hires
conducted, to ensure that staff are compensated fairly and equitably. (2.1.2, 2.2.1,
2.3.3)

e Consistently shared information regarding heightened number of internal job openings
with all staff. (2.3.2)

® Encouraged all staff to participate in trainings and Council on Governmental Ethics
Laws (COGEL) virtual conference for professional development. (2.4.1)

Priority actions for 2022 calendar year, including opportunities for staff input and decision-
making
If relevant, include action item numbers from the RE Action Plan. Please also highlight any major
revisions made to RE Action Plan since first submission.
e Continue to regularly assess job classification levels and staffing needs to request
necessary funding through the City’s annual budget submission process. (2.1.2)
e Continue to conduct regular review of staff salaries to ensure that staff are
compensated fairly and equitably. (2.2.1)
e Facilitate greater awareness of City’s hiring processes and promotion opportunities
among employees. (2.3.1)
e Continue to provide training and professional development opportunities to staff.
(2.4.1)
® Assess staff’s feedback regarding retention and promotion opportunities through an
employee survey in FY23.(1.1.2)

3. Discipline and Separation




Goals

In actively managing employee performance and applying progressive discipline when
warranted, the Ethics Commission seeks to ensure both individual and organizational
accountability and achievement. Aligned with the department’s overall racial equity goals, the
Commission’s administrative and personnel management practices are designed to accomplish
that aim fairly and equitably, through clear expectations, regular feedback, and identified
pathways for improvement, so that the service we provide is consistent with the values we
express and the standards to which we hold others accountable.

Performance measures
® Track and analyze data regarding disciplinary actions annually.

Changes implemented over the 2021 calendar year
If relevant, include action numbers from the RE Action Plan.
e Continued to track and review disciplinary actions. (3.1.1)
e Continued to ensure that supervisors completed essential trainings related to Implicit
Bias awareness, racial equity, and leadership development. (3.1.2)
e Continued to apply standardized discipline procedures per City policies. (3.1.4)

Priority actions for 2022 calendar year, including opportunities for staff input and decision-
making
If relevant, include action item numbers from the RE Action Plan. Please also highlight any major
revisions made to RE Action Plan since first submission.
e Continue to track and review disciplinary actions annually. (3.1.1)
e Continue to ensure that supervisors complete essential trainings related to racial
equity and leadership development. (3.1.2)
e Continue to apply standardized discipline procedures per City policies. (3.1.4)
® Assess staff’s feedback regarding discipline process through an employee survey in
FY23.(1.1.2)

4. Diverse and Equitable Leadership

Goals

The Ethics Commission seeks to ensure that its staff leadership reflects and fully engages the
diversity of the Commission and the communities it serves in alignment with its overall
departmental racial equity goals.

Performance measures
® Increase in diverse leadership.
® Increase in training opportunities provided to leadership.




Changes implemented over the 2021 calendar year
If relevant, include action numbers from the RE Action Plan.

e Supervisors completed City-provided ‘Managing with an Equity Mindset’ and
‘Introduction to Implicit Bias’ trainings. New supervisor completed leadership
development training. (4.1.2)

® Incorporated senior leadership demographics in the annual report. (4.1.3)

Priority actions for 2022 calendar year, including opportunities for staff input and decision-
making
If relevant, include action item numbers from the RE Action Plan. Please also highlight any major
revisions made to RE Action Plan since first submission.
e Continue to provide training opportunities regarding racial equity and leadership
development to senior leadership. (4.1.2)
e Continue to incorporate senior leadership demographics in the annual report. (4.1.3)
e Explore methods to submit anonymous feedback to senior leadership. (4.1.4)
® Assess staff’s feedback regarding diverse and equitable leadership through an
employee survey in FY23.(1.1.2)

5. Mobility and Professional Development

Goals

The Ethics Commission seeks to provide meaningful, practical, and impactful support for the
development, mobility, and advancement of its staff aligned with the department’s overall
racial equity goals.

Performance measures
® Increase in training and professional development opportunities provided to staff.
e Complete annual performance evaluation for all staff.

Changes implemented over the 2021 calendar year
If relevant, include action numbers from the RE Action Plan.
e Continued to provide training opportunities for staff, including broader participation in
virtual COGEL conference. (5.1.1, 5.1.2)
e All new employees were provided consistent and structured orientation training during
onboarding. (5.1.1, 5.2.2)
® As a part of reopening the Commission’s physical office in November 2021, formerly
assigned private office spaces have been repurposed for use by all staff teams to
maximize staff health and safety in preventing the spread of COVID-19. An additional
office space was dedicated as a break room for staff. (5.3.3)




Priority actions for 2022 calendar year, including opportunities for staff input and decision-
making
If relevant, include action item numbers from the RE Action Plan. Please also highlight any major
revisions made to RE Action Plan since first submission.
e Continue to provide training and professional development opportunities to all staff.
(5.1.1)
e Continue to track training and professional development opportunities provided to
staff to ensure that they are made available equitably. (5.1.5, 5.4.1)
® Resume formalized annual performance evaluation process for staff to share and
receive feedback. (5.2.1)
e Enable greater knowledge-sharing and collaboration opportunities for employees to
learn from senior, longer-tenured, and cross-functional staff. (5.2.2)
® Assess staff’s feedback regarding professional development opportunities through an
employee survey in FY23.(1.1.2, 5.2.2)

6. Organizational Culture of Belonging and Inclusion

Goals

In alignment with its overall racial equity goals, the Ethics Commission seeks to be a dynamic
and inclusive workplace of choice that attracts and retains high performing and collaborative
teams that fully engage individuals with diverse experiences, perspectives, and talents to
support the Commission’s unique role in promoting broad, fair, and equal participation in city
government.

Performance measures
® Increase in staff engagement, collaboration, and feedback.
® Increase in opportunities for discussions and trainings on racial equity.

Changes implemented over the 2021 calendar year
If relevant, include action numbers from the RE Action Plan.
e Racial Equity Action Plan was updated and made available to the public. (6.1.3)
e Invited Commissioners to speak at staff meetings to introduce diverse perspectives in
the discussions. (6.2.2)
® As a part of reopening the Commission’s physical office in November 2021, formerly
assigned private office spaces have been repurposed for use by all staff teams to
maximize staff health and safety in preventing the spread of COVID-19. An additional
office space was dedicated as a break room for staff. (6.3.2)
e Continued to provide digital tools and services to enable Commission’s business
functions while operating fully remotely during the COVID-19 shelter-in-place health




order. As Commission has resumed presence in the physical office, continued to
provide digital tools and services to support a hybrid work model. (6.3.3)

Continued to receive comments from the public in the Commission meetings and
Interested Persons meetings. Staff conducted follow up with members of the public
regarding feedback received. Publicly noticed proposed regulation changes before they
were made, to invite public feedback. Staff regularly met with public stakeholders on
policy matters. (6.4.1)

Priority actions for 2022 calendar year, including opportunities for staff input and decision-

making

If relevant, include action item numbers from the RE Action Plan. Please also highlight any major
revisions made to RE Action Plan since first submission.

Continue to update the Racial Equity Action Plan, publish it on the Commission’s
website, and report on it in the Commission meetings. (6.1.3, 6.1.4)

Create spaces to facilitate discussions and information sharing among staff to foster a
culture of equity and inclusivity as the Commission’s business operations continue to
evolve post-pandemic. (6.1.5)

Identify opportunities to promote a wider understanding of racial equity among staff.
(6.1.6)

Assess staff’s feedback regarding organizational culture through an employee survey in
FY23.(6.1.7)

Increase the number and diversity of speakers invited to participate in the staff
meetings. (6.2.2)

Evaluate and improve the Commission’s website to enhance its accessibility. (6.3.3)
Continue to provide digital tools and services to staff and the public in a hybrid work
model. (6.3.3)

Continue to receive comments from the public in the Commission meetings and
Interested Persons meetings. Conduct follow up with members of the public regarding
feedback received. Publicly notice proposed regulation changes before they are made,
to invite public feedback. Regularly meet with public stakeholders on policy matters.
Identify additional ways to establish effective community feedback and engagement
methods. (6.4.1)

7. Boards and Commissions

Goals

Members appointed to the Ethics Commission serve independently with a sworn responsibility
to uphold the public trust. As stewards of that trust, Commissioners work impartially for the
benefit of all San Franciscans to ensure that the laws it shapes, administers, and enforces are




effective, equitable, and uphold the highest standards of governmental integrity and
accountability.

Performance measures
e® Greater progress made on RE actions identified in the Plan.

Changes implemented over the 2021 calendar year
If relevant, include action numbers from the RE Action Plan.

o Regularly asked for updates on departmental Racial Equity Action Plan to be included
on Commission meeting agendas. (7.1.4)

® Increased participation by individual commission members in Interested Persons
meetings to directly hear from the public on policy issues within the Commission’s
jurisdiction. (7.1.5)

e Continued to conduct public hearings on the Commission’s budget priorities and
proposals to receive input from the public. (7.1.5)

e Inits departmental budget deliberations in February, 2021, the five-member Ethics
Commission issued a public statement identifying systemic racism as a longstanding
challenge that, like corrupt practices that favor those who pay-to play, also results in
inequity. The Commission noted that “[e]quity is not advanced when the public loses
faith in the legitimacy of government and opts out of participating” and called for an
FY22 departmental budget necessary to advance the Commission’s work ‘to ensure
the public’s trust in its officials and elections.”

Priority actions for 2022 calendar year, including opportunities for staff input and decision-
making
If relevant, include action item numbers from the RE Action Plan. Please also highlight any major
revisions made to RE Action Plan since first submission.
e Continue to include Commission demographic data in the department’s annual report.
(7.1.2)
e Staff to continue to provide public updates to the Commission on Racial Equity Action
Plan implementation. (7.1.4)
e Continue to conduct public hearings on the Commission’s budget priorities and
proposals to receive input from the public. (7.1.5)
e Staff to continue to work with and support the Commission in implementation of RE
priorities it establishes for FY23.

Department Resourcing for Phase 1 RE Action Plan




Please describe your department’s resourcing for Phase 1 RE Action Plan implementation in
2021. Include employee names, titles, and organizational chart. Note the designated Racial Equity
Leader(s) with an asterisk. Please clearly distinguish between:
e Staff who were assigned full-time (all responsibilities were directly related to Phase 1 RE
Action Plan and other departmental racial equity work)
e Staff who were assigned part-time (had responsibilities not directly related to racial equity,
which were reduced for them to take on racial equity work)
e Staff who were voluntary (had responsibilities not directly related to racial equity, which
were not reduced for them to take on racial equity work)
e Consultants/vendors (including firm name and contract number, if applicable)

The Ethics Commission’s Racial Equity Leaders in 2021 were:
e LeeAnn Pelham, Executive Director
e Gayathri Thaikkendiyil, Deputy Director & Chief Operating Officer

No other staff were assigned full-time or part-time to responsibilities directly related to Phase
1 RE Action Plan.

Current Ethics Commission Organization Chart

Executive Director* (o961

Deputy Director & COO* (0951)

1823 Program Performance & Reporting Analyst (Vacant)
1840 Finance and Operations Coordinator (Vacant)
‘ 1222 Payroll Clerk

. Electronic
Engagement & Ethics@Work .
. Enforcement Disclosure &
Compliance Program .
Data Analysis
-6 -4 =2 =4 -8 -4

1824 Engagement & Compliance 1824 Training and Outreach 1823 Senior Policy Analyst 1824 Audit & Compliance 0922 Director of Enforcement 1054 Director of
Manager Manager (Vacant) (Vacant) Review Manager 1823 Senior Investigative Analyst Technology Services
1823 Senior Program Administrator 1823 Training and Outreach 1822 Palicy Analyst 1822 Auditor 1823 Senior Investigative Analyst 1053 Senior IS Analyst
1844 & Compli ialist (Vacant) 1822 Auditor 1823 Senior Investigative Analyst 1052 IS Analyst
Officer 1823 Training and Outreach 1822 Auditer 1823 Senior Investigative Analyst 1042 1S Engineer
“::" A e 1823 Senior Investigative Analyst
Officer . e 1823 Senior Investigative Analyst
1840 Client Support Specialist specialist (Vocant) (vacant)
1406 Senior Administrative

Coordinator 1822 Investigative Analyst (Vacant)

What changes, if any, do you plan for 2022?

In FY23, the department plans to engage its senior leadership team in the implementation of
the racial equity actions identified in its Plan, and gather staff feedback on the department’s
diversity, equity, and inclusivity through an employee survey.

Department name: Ethics Commission
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Attachments

Workforce and board/commission demographic data

Include relevant data on status of racial equity within department, such as race/ethnicity by job
classification, average pay, discipline and separation, promotions, and changes over the last
calendar year.

Demographic data for staff and the Commission have been included in the revised Racial
Equity Action Plan.

The department received additional data on status of workforce racial equity on Friday, April
29, 2022, from DHR. We are unable to include that information in this report due to the small
size of our department, as disclosure of that data may disclose personal identifying
information about individual staff members. We are consulting further with DHR on what type
of information from that data can appropriately be shared publicly.

Racial Equity Action Plan
Ethics Commission Racial Equity Action Plan V3 May 2, 2022



https://sfethics.org/wp-content/uploads/2022/05/ETH-Racial-Equity-Action-Plan_V3-May-2-2022-FINAL.pdf
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Attachment

Budget Equity Tool: Department Inventory
Completed department inventory spreadsheet has been attached.




Department Inventory Tool: FY 21-22 Budget

ORE Version: Dec 31, 2021, with updates Feb 9, 2022

About this worksheet

Department name

Date last updated

Notes

ETHICS COMMISSION

5/2/2022

Initial inventory submitted as part of

department progress report, per guidance
from Office of Racial Equity. Will be further
refined during development of Phase Two

Racial Equity Action Plans

A. Department priority issue areas for improving racial equity or closing racial equity gaps, especially within its existing

services

Issue area

Brief description

Notes or examples

1. Recruit, hire, and retain a diverse, collaborative, and high
performing staff of individuals.

The Ethics Commission is committed to

recruiting, hiring, and retaining a diverse,
collaborative, and high performing staff of
individuals whose individual experiences,
knowledge, and talents help support the

Commission's unique role in promoting

broad, fair, and equal participation in city

government.

* Continue to expand recruitment outreach.
* Formalize hiring related resources for hiring

managers.

* Conduct an employee survey to gather staff
feedback on deparment's diversity, equity,

and inclusivity.

* Continue to engage diverse panelists to

conduct interviews.
* Assess hiring outcomes to identify

improvements to the recruitment process.
* Minimize delays in hiring and onboarding.

2. Offer racial equity centered training opportunities for senior
leadership and staff.

Identify and fund training opportunities to

expand collective knowledge regarding
diversity, equity, and inclusion.

* Identify City-provided and/or external

trainings to promote a wider understanding of
racial equity among senior leadership and

staff.
* Facilitate discussions and information-

sharing among staff to help foster a culture
that values diversity, equity, and inclusion.

3. Gather and analyze workforce and operational data related to
racial equity.

Regularly assess workforce and

operational data related to racial equity to
inform organizational priorities and decision-

making.

Gather and analyze;
* workforce demographic data.

* operational data that provides insights on
the status of racial equity in the department

and in its programs.
* staff feeback from employee survey.

4. Public engagement in policy development and implementation.

Support and promote public participation in

Commission's policy development and
implementation.

*Identify additional ways to establish effective

community feedback and engagement
methods.

B. Item name and description

C. Overall resources

D. Racial equity alignment

E. Racial equity-related activity information

Complete only for line items that are aligned with a department priority equity issue area (D)
If data is not collected within department, enter "not available”

If data needs is collected but needs further analysis, enter "to be updated”
If any of this information exists in a separate report or document, please also include the link in the cell

Name of activity, function, program, service, or initiative

Suggest 10 words or less

Brief description of purpose

Suggest 50 words or less. Note any

intended demographics or communities

Activity/service type

1 - Public-facing activity or service
2 - For other City departments
3 - Within department only

Estimated FTEs and/or budget
amount

Funding type

Note whether funding is
City general fund,
restricted government
source, or other

Estimated number of
contracted service
providers or consultants
for this activity/service, if
any

Names of 5 largest
contracted service providers
or consultants for this
activity/service, if any

By total contract amount

Department priority equity issue areas

List any priority equity issue areas from

(A) that are relevant to this activity . If
none, leave blank.

Locations

Note neighborhood(s) in
which activity/service
facility is located. See list
on next tab for examples

Open to general public
or application/referral
required

1 - General public
2 - Application or referral
required

Estimated number of people
served

Suggest 10 words or less

Estimated racial/ethnic
demographics of people
served

Suggest 30 words or less

Additional demographics of
people served

Suggest 30 words or less.
See list on next tab for
examples

Community input and decision-
making opportunities

Suggest 30 words or less. See list on
next tab for examples. If none, leave
blank

Estimated FTEs and/or budget
specifically for racial equity
improvements

Names of contracted providers or
consultants for racial equity
improvements, if any

Include as attachment if too many to
list in cell

Provide access to public records regarding Commission's activities

Provide public disclosure information and

This function is supported broadly by
staff in multiple divisions such as the
Engagement & Compliance Division
(E&C) to provide general information
to those who contact our office,
Electronic Disclosure and Data
Analysis Division (EDDA) to maintain

other materials through the Commission's |1 - Public-facing activity or service s General fund None None
and programs. website and upon public's request public disclosure systems, and the
ponp q ' Public Information Officer (PIO) to
respond to records requests. As we
do not track percentage of staff
allocation by this specific function,
we cannot provide an exact FTE
count.
Department-wide information is
not available. The Engagement
& Compliance Division reported
This function is a part of the six- that in FY21 it responded to
member E&C division's over 1300 requests for
Provide information, filing guidance, and responsibilities with additional Services provided guidance, advice, and filer
Pl.'0\'/|de ||jformat|on and gw.dance to City officers and employees on |advice t.c? City gfflcers and.employees. Act 2 - For other Gity departments support .p.ro.wded by two-member General fund None None Publ!c engagemgnt in policy development c.|tyW|de.both qnhne an.d. 1 - General public s.upport .from various types of Not available Not available None None
City's ethics laws and requirements. as the filing officer for a wide range of Policy division. As we do not track and implementation. via physical office at Civic filers (City departments and
public disclosure statements. percentage of staff allocation by this Center. external) that the Commission
specific function, we cannot provide serves. This represents only a
an exact FTE count. portion of the Commission's
interactions with the public as
other divisions do not track this
information.
This function is a part of the six-
Provide information, filing guidance, and member E&C division's
advice to candidates, campaign responsibilities with additional Services provided
E’rowde |nforlmat|on and gwdgnce to candidates, lobbyists, and other comm|tt.e.es, Iopbylsts, anq other filers. Act 1 - Public-facing activity or service support .p.ro.wded by two-member General fund None None Publ!c engagemgnt in policy development c.|tyW|de.both qnhne an.d. 1 - General public This is addressed in the Not available Not available None None
filers on City's laws and requirements. as the filing officer for a wide range of Policy division. As we do not track and implementation. via physical office at Civic response above.
public disclosure statements, and conduct percentage of staff allocation by this Center.
outreach and training. specific function, we cannot provide
an exact FTE count.
This function will be supported by . .
. . : Services provided
Provide training and outreach to City staff and departments on City's Produce compliance materials, conduct four dedicated staff members to be Public engagement in policy development citywide both online and
. 9 y P y outreach, and provde trainings for City 2 - For other City departments recruited in the Ethics@Work General fund None None . 9ag i policy P . yw . . .. |1 - General public Not available Not available Not available None None
ethics laws. ) s . L and implementation. via physical office at Civic
officers and employees.. program division. This function is also Center
partly supported by the E&C division. ’
This function is supported by the
Coordinate necessary activities to prepare Executive leadership and staff , , . L .
. . . Services provided Public can provide input on items
and publish Commission meeting agenda members from EDDA, E&C, and Public engagement in policy development citywide both online and appearing or not appearing on the
Faciliate Commission meetings and promote public participation. materials. Facilitate Commission meetings |1 - Public-facing activity or service Policy divisions. As we do not track |General fund None None . 9ag . policy P y . . . |1 - General public Not available Not available Not available PP -g .pp . 9 None None
) : ) and implementation. at onsite meetings held in agenda in connection with monthly
to ensure that members of the public can percentage of staff allocation by this . Ny .
L . . o . . City Hall. Commission meetings.
participate in person and online. specific function, we cannot provide
an exact FTE count.
This function is supported by the
Executive Director, DHR consultant
(through a general work order with
Provide onboarding assistance to new DHR), Payroll Clerk, and staff from
Onboard Commissioners and provide ongoing support. Commissioners and ongoing support to all |3 - Within department only E&C and EDDA, in coordination with |General fund None None
Commissioners as needed. other staff as needed. As we do not
track percentage of staff allocation
by this specific function, we cannot
provide an exact FTE count.
Administer the public financing funds election cycle typically by two staff Public engagement in policy development This depends on the number of , 9 q_ ]
) S : A ) . . , , driven by statutory requirements; any
matching process for campaign finance members in the Audit division with and implementation. Services provided seats on the ballot and the S .
. . . . L . . . . . ) o . o s . appealed determination reviewed by the
Administer public matching campaign funds qualification and during election period. Approve and . . . , oversight provided by the Audit & citywide both online and |2 - Application or referral |competitiveness of the election. . . . . .
. . . . . . 1 - Public-facing activity or service X . General fund None None . . i . , L . Not available Not available five-member Commission would include |None None
disbursement reviews for City candidates. process funds for publicly financed Compliance Review Manager and Gather and analyze workforce and via physical office at Civic [required Historically, the Commission o o o
. . o . . . , . . . , opportunities for public input. Public input
candidates, in coordination with the Executive Director. Staffing needed operational data related to racial equity. Center. has had 2-3 candidates per . .
) ) C also shapes policy analysis of program
controller’s office. depends on the level of participation MYR/BOS seat.
) and any statutory or regulatory changes
in the program. :
to it.
Analyze how well current laws and This function is supported by the Public engagement in policy development Comm|§ sion publicly notices proposed
o - . L . . . . . regulation changes before they are
programs are achieving their intended Policy division which has two staff and implementation. Services provided made, to invite public feedback
Conduct policy analysis and legislative development. pur.pos?s and formulate new regulatory a,nd 1 - Public-facing activity or service members, along with support from General fund None None C.ItyWIde.bOth qnhne an.d . |1 - General public Not available Not available Not available Public can also provide feedback on None None
legislative approaches to ensure the City’s other staff as needed to assess Gather and analyze workforce and via physical office at Civic L
o ) . . . . policy issues at Interested Persons
political reform laws are strong, workable, implementation needs and operational data related to racial equity. Center. . . . .
. . meetings and in connection with
and enforceable. operational impact. . .
Commission meetings.
Ensure fair, thorough, and timely
investigations and case outcomes that This function is supported by the
L . . — o serve as an effective deterrent and Enforcement division which has
Receive, investigate, and resolve investigations of alleged violations o . . - , . . .
B promote accountability in government. 1 - Public-facing activity or service seven Investigators, with oversight |General fund None None
under Commission's jurisdiction. o . . .
Identify, investigate, and remedy unlawful provided by the Director of
conduct within the scope of the Enforcement and Executive Director.
Commission’s jurisdiction.
Conduct campaign audits pursuant to the
Commission’s Charter authority and
mandate under. City law to determ ne This function is supported by the
whether committees have materially e .
Conduct audits of campaigns and lobbyists, and perform post- complied with applicable requirements of Audit division which has three
paig yISts, P P P bp q 1 - Public-facing activity or service Auditors, with oversight provided by |General fund None None

compliance reviews.

State and local laws. Conduct audits
required under City law related to the
lobbyist registration and reporting and

conduct post-filing compliance reviews of

other disclosures.

the Audit & Compliance Review
Manager and Executive Director.




Assess and collect registration fees, late fees, and penalties.

Assess and collect registration fees, late
fees, and penalties from individuals who
have a payment obligation with the
Commission.

1 - Public-facing activity or service

This function is a part of E&C and
Enforcement divisions'
responsibilities. The Executive
leadership team and Payroll Clerk
assist with revenue tracking. As we
do not track percentage of staff
allocation by this specific function,
we cannot provide an exact FTE
count.

General fund

None

None

Develop and maintain Commission's public disclosure systems and
enterprise applciations.

Provide integrated and effective technology
solutions for compliance, agency
operations, and access to

electronic disclosure records and data.

3 - Within department only

This function is supported by four-
member EDDA division in
coordination with other staff to
assess technology needs for
Commission's programs and
operations.

General fund

The Commission has a
contract with NetFile to
maintain its public disclosure
systems. The Commission
also procures software and
technology tools through
City's IT requisition process
and through citywide
contracts managed and
serviced by the Department

NetFile - Total contract amount
$1.37M

of Technology.
Recruit, hire, and retain a diverse, Department's workforce .
. Lo . , . ) . . Department's workforce
This function is supported by senior collaborative, and high performing staff of demographic information has o .
. o ; o . demographic information has
leadership, DHR consultant (through individuals. been included in its Racial ; . .
. . . . . . . . been included in its Racial
Perform recruitment functions such as job a general work order with DHR), Services provided Equity Action Plan. Job . ) . S .
) ) . . . . " . , \ . Equity Action Plan. Job Job applicantscan provide input during
. , . .. posting, recruitment outreach, candidate . . . , Payroll Clerk, and other staff as Offer racial equity centered training citywide both online and . . applicants' demographic . \ . .. .
Administer department's recruitment and hiring processes. . , .. . 1 - Public-facing activity or service General fund None None " . . . . i .. |1 - General public Not available ) . applicants' demographic the PCS hiring process per recruitment |None None
interviews, hiring, and onboarding, in needed. As we do not track opportunities for senior leadership and via physical office at Civic information is currently . . - .
C . . . : information is currently policies established by DHR.
coordination with staff and DHR consultant. percentage of staff allocation by this staff. Center. unavailable to the .
- , . unavailable to the department.
specific function, we cannot provide department. Department has
o . Department has requested
an exact FTE count. Gather and analyze workforce and requested this information . .
. . : this information from DHR.
operational data related to racial equity. from DHR.
Recru, hire, and retain a diverse, Public can provide input in connection
Identify Commission's funding needs based collaborative, and high performing staff of . p ; P .
. o Lo . L . oo with Commission meetings when the
on its organizational priorities, develop This function is supported by senior individuals. , . . i .
e . . Services provided budget discussions are agendized. As
budget proposal with input from the public, leadership. As we do not track citvwide both online and art of a City Ordinance that took effect
Develop and submit the Commission's annual budget proposal. and submit the budget proposal to the 1 - Public-facing activity or service percentage of staff allocation by this [General fund None None Gather and analyze workforce and . y . : .. |1 - General public Not available Not available Not available p y . None None
. ) o . , . . . via physical office at Civic in 2020, departments are required to
Mayor's office. Follow-up on the budget specific function, we cannot provide operational data related to racial equity. . X
. - Center. hold at least two public meetings
approval status and provide additional an exact FTE count. .
. . . . . concerning departmental budget
information as needed. Public engagement in policy development o
. . priorities and proposal.
and implementation.
This function is supported by
Executive leadership, and staff from
EDDA, E&C, and Payroll, due to the
Coordinate with staff, City departments, need for seggregation of duties. This
. . . . \ . . work is also supported by the
Procure services to support Commission's operations. and suppliers to timely procure services to |3 - Within department only . . General fund None None
. . Controller's Office through a work
enable Commission's operations.
order. As we do not track
percentage of staff allocation by this
specific function, we cannot provide
an exact FTE count.
This function is supported by
Executive leadership, and staff from
Follow City's procedures and EDDA, E&C, and Payroll, due to the
documentation requirements to review and need for seggregation of duties. This
Ensure financial accountability of Commission's operations. approve Comm|33|on§ expenditures. Track 3 - Within department only work is allso supported by the General fund None None
expenses closely against allocated budget Controller's Office through a work
to ensure that the Commission spends order. As we do not track
within its approved budget. percentage of staff allocation by this
specific function, we cannot provide
an exact FTE count.
Recruit, hire, and retain a diverse,
This function is supported by senior collaborative, and high performing staff of
leadership, DHR consultant (through individuals.
Provide day-to-day supervison and support a general work order with DHR), and Services provided Department's workforce Department's workforce
Manage staff and provide administrative support. for staff, including addressing payrgll, time- 3 - Within department only Payroll Clerk with staff engagement. General fund None None Offer raC'I-’:::l| equity cgntered traln'lng c'ltyW|de.both qnhne an-d- Comm.|SS|on st?ff (33 demograpmc |r-1fo.rmat|or1 has demographlc |r.1fo'rmat|or'1 has None None
off and leave requests, accomodation As we do not track percentage of opportunities for senior leadership and via physical office at Civic authorized positions) been included in its Racial  |been included in its Racial
requests, and other needs. staff allocation by this specific staff. Center. Equity Action Plan. Equity Action Plan.
function, we cannot provide an exact
FTE count. Gather and analyze workforce and
operational data related to racial equity.
Recruit, hire, and retain a diverse,
Identify and offer training and professional . L . lcol!a.boratlve, and high performing staff of
. This function is supported by senior individuals.
development opportutinies for staff and . , . . .
) i leadership with staff engagement. As Services provided Department's workforce Department's workforce
senior leadership. Promote an . . . " . _ L . o .
. - . " - . - we do not track percentage of staff Offer racial equity centered training citywide both online and Commission staff (33 demographic information has|demographic information has
Provide training and professional development opportunities for staff. |organizational culture of knowledge-sharing |3 - Within department only . ) - . General fund None None " . ) . . i - . " ; o . ; . . None None
. . allocation by this specific function, opportunities for senior leadership and via physical office at Civic authorized positions) been included in its Racial |been included in its Racial
by providing opportunities for employees to . . . . .
. we cannot provide an exact FTE staff. Center. Equity Action Plan. Equity Action Plan.
learn from senior, longer-tenured staff, and count
cross-functional staff. Gather and analyze workforce and
operational data related to racial equity.
Recruit, hire, and retain a diverse,
collaborative, and high performing staff of
. L . This function is supported by senior individuals.
Identify organizational priorities and L . . . .
C Co leadership with staff engagement. As Services provided Department's workforce Department's workforce
L . . individual staff level priorities to set . . -~ o . . L . o .
Conduct organizational and staff goal-setting activities and . o . - we do not track percentage of staff Offer racial equity centered training citywide both online and Commission staff (33 demographic information has|demographic information has
. objectives at the beginning of a fiscal year. |3 - Within department only . ) o . General fund None None " . ) . . i L . i ; o . ; . . None None
performance evaluations. . allocation by this specific function, opportunities for senior leadership and via physical office at Civic authorized positions) been included in its Racial |been included in its Racial
Conduct regular performance evaluations to . . . . )
, ) we cannot provide an exact FTE staff. Center. Equity Action Plan. Equity Action Plan.
provide and receive feedback from all staff. count
Gather and analyze workforce and
operational data related to racial equity.
. . . This function is supported by senior Recruit, hire, and retain a diverse,
Provide physical and online work . . . . . . , ,
. . leadership with staff engagement. As collaborative, and high performing staff of Services provided Department's workforce Department's workforce
. . . . environments to enable staff collaboration o o ) . . . .. .
Manage physical and online work environments to enable staff's . . , - we do not track percentage of staff individuals. citywide both online and Commission staff (33 demographic information has|demographic information has
\ and productivity. Provision equipment, 3 - Within department only . ) . . General fund None None . . i . . o ; . . ; . . None None
achievement of work. , allocation by this specific function, via physical office at Civic authorized positions) been included in its Racial |been included in its Racial
tools, and resources to support staff's . . . . .
work we cannot provide an exact FTE Gather and analyze workforce and Center. Equity Action Plan. Equity Action Plan.
] count. operational data related to racial equity.
Create and publish programmatic and This function is distributed across Gather and analyze workforce and , .
: , staff based on program areas. As . . . Services provided . .
Produce operational data and reports for accountability, oversight operational reports to provide transparency we do not track percentage of staff operational data related to racial equity. citywide both online and Public input can be provided on all
P P Y gnt, to the public and receive feedback to 1 - Public-facing activity or service P 9 General fund None None yw 1 - General public Not available Not available Not available reports presented at Commission None None

and public transparency.

inform the Commission's priorities and
decision-making.

allocation by this specific function,
we cannot provide an exact FTE
count.

Public engagement in policy development
and implementation.

via physical office at Civic
Center.

meetings
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