Racial Equity Plan Progress
Report

JULY UPDATE

nclusion Office




Contents

Y oY 0 o] VAL F o T 1 o U PUUPSR 2
(O U o YU o LI o T e o T=d oIl oV Y T ST PSPRRNE 4
e o T 1 L PP O PR U PPPROPRRPOt 5
S CTol UL g T= oY= o o I 1T oV SRR 11
[ To [T o o1 o D ICAVZ=] (o] o 41T ) APPSR 19
Ry =Y 11V L] o] o 1 T=T oL PSPPSR 23
COMMUNICATIONS QN ACCESS ....eiiieiiiieeitii ettt ettt si e st e sttt e b et e s bt e s be e e s b et e sab e e s be e e saseesa b eesabeeeam s e e sabe e e abe e e me e e sabe e e n e e e saneesabeesameeesabeesabeeeaneeeanneesareeennnes 27
Y =1 =] o] Lo [T gl S g Yo=Y d Yo' 1= o | PSRRIt 31
DL B\ T b= T o{<] 0 =T o | T T T OO ORORORORORORRRPRPROR 36
LU Lo Fed oyl o =g Yo Yo I @] oYl = Yot ] o =TSSP 39



Monthly Update

Hello Community,

We at the Equity and Inclusion Office are excited to present the final Racial Equity Plan Update for 2022. All changes from previously
released documents will be italicized and highlighted in red. In addition, when an item’s progress level has increased from past reports it will be
noted by a ‘M. If for any reason a new roadblock increases the amount of work needed to complete an item and its progress level is decreased
it will be marked with ‘J,’. If there is an update that has not shifted the progress level, it will be marked with a ‘!". We have added hyperlinks to
the table and we are committed to continual improvements and if community members have suggestions on how we can improve these please

send to PPBEquityOffice@portlandoregon.gov. We have been glad to provide these updates and look forward to providing the final report on the

REP in the upcoming months.

Progress Level Meaning Percent Complete (Est.)
This item has had little to no progress. <10%

Some Progress This item has been started and had some work done on it but it is still mostly 10%-50%
incomplete.
Moderate Progress Considerable work on this item has been done but it is not yet near complete. 51%-89%
Near Complete Most of this item is completed. There are a few final touches that need to be done. 90%-99%
This item has been completed. 100%
This item been completed and additional work has been done on this item. >100%
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Marlon Marion, Equity and Inclusion Program Manager



Furthering the Citywide Racial Equity Goals and Strategies

For the Period July 1, 2017 to June 30, 2022

Bureau: Portland Police Bureau
Director: Chief Chuck Lovell

Action Plan Development Lead(s): Marlon Marion, Equity and Diversity
Program Manager

Implementation Team Lead(s): Director's Team, Equity Leadership
Council, Equity and Inclusion Office (EIO)

Bureau Equity Guiding Statement: The
Portland Police Bureau is committed to racial
equity, building trust within our community,
encouraging relationships between officers
and the people they serve, and making
Portland a safer and more livable
community.

Years four through five of this plan have been informed by years one
through three.

Some Frequently used Acronyms:

BHR- Bureau of Human Resources
CAG- Coalition of Advisory Groups
CHO-Chief’s Office

EIO- Equity and Inclusion Office

MWESB- Minority Owned, Woman Owned, or Emerging Small Business

PEAC- Police Equity Advisory Council
PEC- Police Equity Council

PPB- Portland Police Bureau

REP- Racial Equity Plan

SSD- Strategic Services Division




Quick Guide to Progress by Area

Prioritize

Recruitment, Hiring
and Retention

Leadership
Development

Staff Development

Communications
and Access

Stakeholders
Engagement

Data Management

Budgeting and
Contracting

NP=No Progress, SP= Some Progress, MP= Moderate Progress, NC= Near Complete, C= Complete, EP = Extra Progress, = Recent Progress,
! = Update



Prioritize

Long Term Goal: Center racial equity in all decision making and serve as a leader in citywide efforts to eliminate disparities.

Five Year Bureau Goal: Senior leadership will set priorities, invest in preparation tools and set clear expectations for implementing the racial
equity plan.

Strategies Used:

Operate with urgency and accountability- Items 1.1, 1.2, 1.3, 1.4

Implement Racial Equity Lens- Item 1.5

Build Organizational Capacity- Items 1.6, 1.7, 1.8

Acronyms:

AC- Assistant Chief

CAG- Coalition of Advisory Groups

CHO- Chief’s Office

EIO- Equity and Inclusion Office

OEHR- Office of Equity and Human Rights
PEAC- Police Equity Advisory Council
PEC- Police Equity Council

PPB- Portland Police Bureau

REP- Racial Equity Plan



1.1: PPB 5 year racial equity
plan implementation is led
by senior leadership.

1) CHO and EIO will meet bi-
weekly to discuss REP progress.
2) CHO will participate in Annual
Equity Retreat to update plan.

3) CHO will sign updated plan.

4) Division leads will update the
Chief on REP progress quarterly.
REP leads will discuss what is
moving forward and what
challenges they are experiencing.
5) Division progress will be
published in Racial Equity Plan
Updates. Chief’s Office will review
these updates.

6) CHO will proactively address
stalled action items to ensure
completion of assigned tasks.

Chief meets regularly with EIO
Program Manager.

The Chief’s Office participated in
the Annual Equity Retreat and
signed the updated REP.

Division Updates will be given
quarterly during RU managers
meeting. This has not been
scheduled yet.

Chief’s Office plans to schedule
new REP/RU managers
meetings.

Upcoming RU Manager
Meetings are scheduled.

Monthly updates are reviewed
by Chief’s Office before posting.

Lead Branch:

Chief’s Office/Equity and
Inclusion

Lead Role:

Chief of Police

or Designee

Stakeholders:

Division Leads, CHO
Evaluation Tool:

Calendar and attendance will
verify CHO and EIO meeting
regularly.

Attendance records can verify
occurrence of Annual Equity
Retreat to update plan.

An updated REP is signed by
CHO annually.

Division leads will demonstrate
their actions items are moving
forward in the plan in quarterly
meetings.

Near
Complete P




Moderate
Progress
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Recruitment and Hiring

Long Term Goal: End disparities in city government hiring and promotions.

Five Year Bureau Goal: Using a comprehensive equity lens, PPB will strengthen the bureau's practices, policies and procedures to promote
focused recruiting and hiring of a more diverse, inclusive and equitable workforce.

Strategies Used:

Implement Racial Equity Lens — Items 2.1, 2.2, 2.3

Be Data Driven — Items 2.4, 2.5

Partner with other institutions and communities — Item 2.6

Build Organizational Capacity — Items 2.7, 2.8, 2.9

Acronyms:

CHO- Chief’s Office

BHR- Bureau of Human Resources

EIO- Equity and Inclusion Office

OEHR- Office of Equity and Human Rights
PEC- Police Equity Council

PPB- Portland Police Bureau

REP- Racial Equity Plan
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2.1: Document PPB local and
national recruitment and
marketing strategies for
members of color, women,
those from non-traditional fields
and academic programs, and
any intersection of these.

A) Create a plan for
strengthening PPB local and
national recruitment and
marketing strategies for
members of color, women, and
any intersection of these.

B) Assure that this plan is
reviewed, updated and

approved annually.

CHIEF’S PRIORITY

PPB will implement and document
changes to increase applications
and hiring of marginalized
communities and improve
structures to ensure that
individuals with a background of
violent or dangerous behavior and
beliefs are not hired.

Background investigators have
revised standards around
previous disqualifiers to be more
accommodating and
understanding of individuals from
marginalized backgrounds
around debt.

PPB has contracted with a
psychological pre-employment
screening company that is
registered with the city as a
minority owned business to
increase capacity of hiring
structures.

Personnel is working with the
Chief’s Office to evaluate how to
modify PS3 hiring process to
reflect the responsibilities of the
job. (CHO and Labor Relations are
discussing this with the Portland
Police Association).

Background investigators are
being trained on identifying

Lead Branch:

BHR Partners
(Formerly Personnel
Division)

Lead Role:

BHR Business Partner
(Formerly Personnel
Manager or Designee)
Stakeholders:

CHO, Equity and
Inclusion, BHR,
Recruitment partners,
Personnel Division

Evaluation Tool:
Personnel REP action
plans created.
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Moderate
Progress







Moderate
Progress







Moderate
Progress
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Leadership Development

Long Term Goal: Create a culture of continuous learning and improvement.

Five Year Bureau Goal: We have an inclusive leadership development program and a succession-planning process to identify and develop a
core of leaders across the bureau. Leaders and employees throughout PPB receive integrated equity training specific to their area and level,
focused on achieving the Bureau's overall goals.

Strategies:

Be Data Driven — Item 3.1

Implement a Racial Equity Lens — Item 3.2

Build Organizational Capacity — Items 3.3, 3.4, 3.5, 3.6

Acronyms:

CHO- Chief’s Office

BHR- Bureau of Human Resources

EIO- Equity and Inclusion Office

LMS- Learning Management Series

PEC- Police Equity Council

PPA- Portland Police Association

PPB- Portland Police Bureau

PPCOA- Portland Police Commanding Officer Association
RU- Responsible Units



Action Item

Year 5

Update

Information

3.1: Identify the common core
competencies of leadership and
management (formal and
informal) that are linked to
advancing equity and inclusion
goals within the organization.

Identify Core Competencies of
Equitable Leadership and

integrate City Core Values into
the Core Competency process.

No progress due to difficulties
in hiring Hatfield or Data
Analyst.

Lead Branch:

Training Division

Lead Role:

Training Division Captain
or Designee
Stakeholders:
CHO/Equity and
Inclusion, PPCOA, PPA
Evaluation Tool:

Report.

3.2: Develop individual equity
leadership systems to embed
within executive training
programs; sergeant academies;
and for non-sworn managers.

EIO will design a curriculum
around leading difficult
conversation.

Equity Training Specialist has
completed Difficult
Conversation training for Field
Training Officers.

Lead Branch:

Training Division

Lead Role:

Training Division Captain
or Designee
Stakeholders:
CHO/Equity and Inclusion
Evaluation Tool:

Training records.

3.3: Design and institute tiered
leadership development
training for all sworn members.

Design and institute separate
tiered leadership development

Identify key concepts within
Cultural Humility methodology
needed to build tiered leadership

development training for all staff.

Equity Training Specialist has
researched the Basics of
Cultural Humility.

Equity Training Specialist has
released an SOP for future

Lead Branch:

Training Division

Lead Role:

Training Division Captain
or Designee
Stakeholders:

Progress
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training for all non-sworn integration of Cultural CHO/Equity and Inclusion
members. Humility into future trainings. | Evaluation Tool:

List of key concepts of
Cultural Humility.

3.4: Explore self-guided Research opportunities for online | Equity Training Specialist has | Lead Branch:
leadership technology platform | learning for leadership. Create been researching Training Division
that encourages ongoing skill recommendations on how to opportunities for online Lead Role:
building outside of the in- move forward. learning. Training Division Captain
service structure. or Designee
Four sworn members have Stakeholders:
gone through Auschwitz CHO/ Equity and
Institute training. Inclusion

Evaluation Tool:
Equity Manager and Training | Recommendations
Specialist have met with
Collaborative Reform
Initiative Technical Assistance
Center (CRITAC) around
funding and training
opportunities.

Twenty-Five members of the
bureau have been identified
to take part in the course.
There will also be a two week
for seventy-five members of
the bureau and a six-week
course for twenty-five
members of the bureau.

3.5: Develop and provide Connect with Trainers across city | Equity Training Specialist has | Lead Branch:

opportunities for cross-training | to build more holistic multi- been meeting with training ElIO/Training Division

as well as multi/cross- agency agency trainings. specialists across the city and | Lead Role:

training collaboration. discussing formalized system | Equity Program Manager
of building connections. Training Division Captain
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Training Specialist have been
sharing resources and
contacts.

There is an established group
that meets bi-monthly.

or Designee
Stakeholders:
Personnel, Equity and
Inclusion

Evaluation Tool:
Meeting Records.

3.6: Assess the current
promotional processes to
identify opportunities to
increase access for women and
people of color.

Analyze the promotional process
using an Equity Lens Tool. Work
with Leadership to ensure that
members training (internal and
external) are taken into account
in promotions.

The Equity Program Specialist
has reviewed promotional
data and made a draft report.
This draft report has been
discussed with SSD. Program
Specialist is in the process of
further research and editing.

Equity Program Manager has
worked on Sergeant and
Lieutenants exams to imbed
equity. Equity Program
Manager will also be involved
with the upcoming Captains
Promotional process.

Lead Branch:
CHO/EIO

Lead Role:

Chief of Police or
Designee

Equity Program Manager

or Designee
Stakeholders:

Training Division, BHR,
and Personnel Division
Evaluation Tool:
Bureau Plan for
Promoting Women and
People of Color created
through Equity Lens.

Some Progress
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Staff Development

Long Term Goal: Create a culture of continuous learning and improvement.

Five Year Bureau Goal: Through integrated, sequential and ongoing training, all employees (sworn and non-sworn) will be equipped to build a

diverse, inclusive and equitable workforce.

Strategies:

Build Organizational Capacity- Items 4.1, 4.2,4.3,4.4,4.5,4.6
Partner with other Institutions and Communities — Item 4.7

Acronyms:

BAC- Bureau Advisory Council

CAG- Coalition of Advisory Groups
CHO- Chief’s Office

BHR- Bureau of Human Resources
EIO- Equity and Inclusion Office
FTO- Field Training Officer

PEAC- Police Equity Advisory Council
PPB- Portland Police Bureau

TAC - Training Advisory Council
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Communications and Access

Long Term Goal: Change Existing City Services using racial equity best practices to increase access for communities of color and immigrant and
refugee communities. Increase internal legitimacy.

Five Year Bureau Goal: We are committed to internal and external transparency and collaboration. We document our compliance with Titles
Il and VI of the Civil Rights Act. We have developed and maintained open, direct, and multi-faceted lines of communication with all of the
communities we serve.

Strategy:

Implement A Racial Equity Lens — Items 5.1, 5.2

Operate with urgency and accountability - 5.3, 5.4, 5.5

Be Data Driven - 5.6

Acronyms:

CHO- Chief’s Office

BOEC- Bureau of Emergency Communications
BHU- Behavioral Health Unit

BHR- Bureau of Human Resources

DOJ OCR- Department of Justice Office of Civil Rights
EIO- Equity and Inclusion Office

OEHR- Office of Equity and Human Rights
PEC- Police Equity Council

PPB- Portland Police Bureau

REP- Racial Equity Plan

SSD- Strategic Services Division
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Action Item Year 5 Update Information Progress
5.1: Develop a proactive EIO and Communications will Equity Program Manager has Lead Branch: Some
external and internal draft a communication plan discussed this item with the Equity and Inclusion Progress
communication strategy to around how to increase the Chief. Lead Role:
promote equity, diversity and | visibility of the Equity work at Equity Manager
inclusion. the Portland Police Bureau. EIO has met with or Designee
Communications around current | Stakeholders:
communication plan and Communications
potential for EIO to speak on the | Specialist, CHO,
PPB podcast. EIO has spoken on Training Division.
Podcast. Evaluation Tool:
Equity
Communication Plan.
5.2: Develop equity lens All Training Staff trained on Training rescheduled for fall. Lead Branch: Some
toolkit that will be utilized in | Equity Lens. Equity and Inclusion Progress

all programs, policies,
practices, missions and
decisions. Ensure that
understanding of inclusive
processes are integrated
throughout the bureau.

/Training Division
Lead Role:

Equity Manager or
Designee, Training
Captain
Stakeholders:
Communications,
OEHR, Policy Team,
Core Team, Training.
Evaluation Tool:
Lens signed by
leadership. Training
Records.
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5.3: Assure that Develop SOP and training for Portland Police has been Lead Branch: Some
communications meet the communications on the approved to receive an ADA Equity and Inclusion Progress
needs of the ten safe harbor | requirements of the ten safe Coordinator in the Fall. Lead Role:
languages groups and comply | harbor languages groups and Equity Manager
with Title VI regulations. Title VI regulations. or Designee
Stakeholders:
FEDERAL MANDATE Identify areas to increase Communications,
language translated OEHR, City Attorney,
documents. DOJ OCR, SSD, Office
of Community
Engagement
Evaluation Tool:
Data related to
language access and
stops.
5.4: Assure compliance with Report to OEHR on an annual Portland Police has been Lead Branch: Some
the Americans with basis and make changes when | approved to receive an ADA Chief’s Office/ Equity Progress

Disabilities Act, Title II.

FEDERAL MANDATE

necessary.

Work with DRO and City
Attorney to better make
accommodations for people
with disabilities during patrol
and demonstrations.

Coordinator. Hiring Process to
begin soon.

and Inclusion

Lead Role:
Executive Lieutenant
& Equity and
Inclusion Manager
Stakeholders:
Communications,
Equity and Inclusion,
and OEHR
Evaluation Tool:
OEHR Report

5.5: Assure that access for
historically marginalized
groups is in compliance with
Title VI.

FEDERAL MANDATE

Use data to determine
whether we are providing
access to all marginalized
groups in compliance with Title
VI. Use results to develop
solutions where needed and to

No progress. This is being delayed

by the problems with hiring an
Equity Data Analyst.

Lead Branch:

Equity and Inclusion
Lead Role:

Equity Manager
Stakeholders:

OEHR, Tribal Director
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create access for identified
marginalized groups.

Evaluation Tool:
Relevant Documents

5.6: Develop the tools
necessary to document
compliance with Title Il and
Title VI related requests and
accommodations.

FEDERAL MANDATE

Roll out accommodations
tracking policy and procedure.

The tracking of accommodations
will be managed by 311 this year.

311 is ready to track
accommodations. PPB will soon
by putting out internal messaging
on how this will be done.

BOEC is also doing some rollout
on this item.

This item is expected to be
completed by end of the calendar
year.

Lead Branch:
Equity and Inclusion
/Chief’s Office

Lead Role:

Equity Manager
Stakeholders:
OEHR, BHU, Policy
Team, Title VI
Coordinator, Title Il
Coordinator
Evaluation Tool:
Documentation of
compliance plan is
found sufficient by
OEHR to track and
report requests and
accommodations as
required by federal

and local authorities.

311 Metrics.
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Stakeholder Engagement

Long Term Goal: Strengthen outreach and public engagement for communities of color, youth, and immigrant and refugee communities.

Increase bureau legitimacy in the communities we serve, particularly in communities of color. Improve ratings of police services as measured

by the City Auditors Annual Community Surveys.

Five Year Bureau Goal: We are responsive to the needs of the communities we serve.
Strategy:

Partner with other institutions and communities — Items 6.1, 6.2, 6.3, 6.4

Building Organizational Capacity- Items 6.5, 6.6, 6.7

Be Data Driven- Item 6.8

Acronyms:

CAG- Coalition of Advisory Groups

CHO- Chief’s Office

BHR- Bureau of Human Resources

EIO- Equity and Inclusion Office

PCCEP- Portland Commission on Community Engaged Policing
PEC- Police Equity Council

PIAC- Public Involvement Advisory Council
PPB- Portland Police Bureau

REP- Racial Equity Plan

SSD- Strategic Services Division

31



Moderate
Progress
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Data Management

Long Term Goal: Provide equitable City services to all residents.

Five Year Bureau Goal: We are an empirically driven bureau. We collect and use disaggregated data about all our services to develop and
adapt/shape equitable policies, evaluate and improve performance as well as offer transparency and accountability to our community.
Strategies:

Be Data Driven-7.1,7.2,7.3

Build Organizational Capacity — 7.4

Acronyms:

CHO- Chief’s Office

BHR- Bureau of Human Resources

EIO- Equity and Inclusion Office

OEHR- Office of Equity and Human Rights
PEC- Police Equity Council

PPB- Portland Police Bureau

REP- Racial Equity Plan

SSD- Strategic Services Division



37






Budgeting and Contracting

Long Term Goal: Prioritize equity strategy by allocating funds to facilitate the equity plan and create greater opportunities in City government
contracting.

Five Year Bureau Goal: PPB's budget and financial equity strategy is embedded within all practices and has the support to rollout initiatives.
PPB will have a process that shows value in creating opportunities for minority and women owned businesses & guidance for future budget
decisions.

Strategies:

Operate with urgency and accountability — 8.1, 8.2

Build Organizational Capacity- 8.3, 8.4, 8.5, 8.6, 8.7

Be Data Driven- 8.8, 8.9

Partners with other institutions and communities- 8.10

Acronyms:

CHO- Chief’s Office

BHR- Bureau of Human Resources

EIO- Equity and Inclusion Office

MWESB- Minority Owned, Woman Owned, or Emerging Small Business
OEHR- Office of Equity and Human Rights

PEC- Police Equity Council

PPB- Portland Police Bureau

REP- Racial Equity Plan

RU- Responsible Unit

SAP- Systeme, Andwendungen, Produkte in der Datenverarbeitung (Systems, Applications, Products in Data Processing) — A software used by
the City of Portland for budgeting
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Moderate
Progress




Marlon Marion
Equity Manager

/i L

Charles Lovell llI
Chief of Police
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