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DPH Background and Context

HR began a A standard for respectful
) . o training series workplace behavior was
Timeline of Activity enmanaging | | added to the employee
for equity, manual which was
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SFDPH introduced a b?as. g ° Y ey
required standard for -
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: dentity and sexual 1 hours of equity training annually,
SFDPH hired a permanent _laen ty £ hirt | with approval for a to be documented as part of the
director of BAAHI as a or|entatk|)0n © ‘Lﬁnt% pane manager position to annual performance review.
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. characteristics reporte
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BAAHI and ensure sustained . . y | racism, the Health Commission
leadershio subbort before interviews proceed. !
The charter for eadersnip support. Employee committed to develop a plan to
BAAHI included a | orientation was improve the employment experience
workgroup for Equity was included Positions were added expanded to an of B/AA staff, as measured by the
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Cultural Humility. planning for the serve as Equity Leads in racia.l equi_ty. sexual opportunity for advancement,
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! ‘ gender identity. |
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an online training
on mitigating bias
in hiring annually.

with a commitment to
correct racial inequity.

racial equity consultant, Dr.
Kenneth Hardy, to design
and implement cultural
humility trainings for
SFDPH staff.

To date over 700
executives, managers
and key front-line staff
have completed this

32-hour cultural

humility training.

! From 2015 to 2019, ’
SFDPH joined Hiring managers SFDPH.haslrontracte.d "':":;th
Government Alliance on were required to do a nationally recognize
Race and Equity (GARE),

RACIAL EQUITY ACTION PLAN 11



LHH Background and Context

Equity A3
developed, Dep.artment of
Began Equity included equity Equity and
participating in in strategic integrated into Culture
Dr. Ken Hardy planning curriculum, launched,
sessions processes e Equity Action
established Council re-
! launched
Began partnering Equity Lead Equity lead
with DHR to provide identified to continued work
cultural humility, work with team with Office of
bias, and cross- across DPH, Health Equity —
cultural participation in creation of all-DPH
e LAEEIER GARE equity curriculum,
training equity champions 5




Laguna Honda Equity Structure

CCSF Office of
Racial Equity

DPH Office of
Health Equity

LHH Dept of
Equity and
Culture

LHH Equity Action
Council

LHH Equity
Champions

Laguna Honda Equity Functions

Department of Equity and Culture

Develops and oversees progress on strategic priorities
(A3)

Reports to leadership and executive committee
Supports equity leadership across DPH

Oversees special projects, action council, and
champions

Interfaces with DPH Office of Health Equity and CCSF
Office of Racial Equity

Co-authorship and implementation of DPH Racial
Equity Action Plan (REAP)

Equity Action Council

Consists of LHH departmental leadership
Responsible for supporting completion of A3
Takes on leadership roles and special projects to
advance equity in own departments
Participates in discussions and trainings
Participate in workgroups

Makes recommendations and reports
Champions equity work in departments

Equity Champions

Consists of DPH Racial Equity Champions cohort
Take on special projects to advance equity at LHH/in
own departments

Participates in discussions and trainings

Contributes minimum 5 hours/month






Why Equity and Culture?

Employee Engagement Results 2019
% Favorable Racial Equity Scores at LHH

Question

48. Government action and policies
contribute to the difference in health
between racial/ethnic groups.

49. | feel comfortable talking about race and
racism in the workplace.

50. I am actively involved in advancing racial
equity in my work.

51. My department is taking active steps to
improve racial equity.

52. Managers in my department treat staff
from all racial/ethnic groups with respect.

53. Staff in my department treat community
members from all racial/ethnic groups with
respect.

All

64%
851

47%
878

52%
797

55%
846

70%
934

69%
923

Asian Black Latinx White % Diff

-33% 17%

67%
596

65% 69%
74

49%
611

53% 52% 50% 50%
554 73 70 88

59%
589

72%
654

71%

Source: Press Ganey 2019 6



Key strategies

 Clear, visible, dedicated equity leadership to
support infrastructure and maintain momentum
and urgency

* A racial equity agenda rooted in structural and
systemic analysis — beyond “being nicer” or “saying
hi in the hallways”

* A shift from responding to incidents as
individual/case-specific to institutional — systems
thinking

* Access to education and development
opportunities for all staff — including front line staff
— to support shared language, framework, analysis,
and understanding



Department of Equity and Culture

Priorities for 2021
- . Patient/
Resident
Care
Skills Teamwork, Setting tone, Person-
development, healthy work promoting EDI, centered care
behavior and environment, visibility, (TIS, culturally/
. communication . . . .
practice, coaching, linguistically
demonstrated normalizing relevant care,
competencies culture and translation and
practice interpretation),
change, improve staff
accountability practice,
improve health
outcomes
\ _J \ DN J

Organizational
Culture and
Practice

Facility practices,
HR policies and
systems,
recruitment,
retention, hiring,
mentoring,
community
building,
services,
wellness and
healing
organization
approach

Beyond REAP goals, LHH must work towards HEALTH EQUITY and

WELLNESS for all staff and residents
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A3 Framework

A3 Title: Racial Equity, Diversity, and Inclusion at Laguna Honda

Owner: Jennifer Carton-Wade, Amie Date 1.27.21

Fishman

Version

1

Background: What taking abaut
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commitment to identifying and elmnating systemic and institutional racism and antl-black racism in
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acia

Hull:n F'H]l Al departments n: (REAP) to
our goaks and pflun a wiork areas for the ¢ Vilhtle COVID-19
E:dﬂflmpm OUF O llms in 2020, formalized it's Office Ealh Equity (OHE) and
a director of Workforce Equity stralegies Lo advance this work th & department,
LHH 3 F\fmrzn.a._s was rllalr implemented, but LHH continues o see ranlalzad health
parities for residents (e E-fbenslun} and racialized disparties in our workforce, specific
rHalu:ll-n lirie andnp E;nu E|1ﬂ1'e emen! results from the 20
pulse wnrw show law ian fl'i.‘l'l'l k/African rwan , hicrarever of those wha

responded. a shight increase in overall job satlisfaction was reported

. Current Condithons: Wheredo thegs stand mow?
Normalize Organize Operationalize

DEaciinisnns, S bidelres, i ing Damignate Wil roups, dale syiless iyt it oot et i Tl

Infrastrustire
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02 FTE for dals analysis) LHH
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. Goals & Targets: W specific cucome is raguirsd!
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Organize. Increase parbc|pabon of bleck/Adncan Amarican stall inamployes sngagamend sunvey by 75 % by tha
pulse chack sury.

Operationalize: By 230021 develop Department of Equity and Cutura polcies and prachces m abgnmant with
REAFIOMica of Rackal Equty 1o promots anli-reces) sfrasinacios snd ulcomsss.

Operaticnalize: Equity matrics mehsded m & parfemance, quality, and esacutive commettes meatings by 1230021

V. Analysis: Wi does the probles or seed dxis?

o Euiig i bim be jrali wiis b e oaibe T T T —— Mm L P S
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GARE FRAMEWORK
(NORMALLTE, ORGANIZE, OFERATIONALIZE)

V. Recommendations / Proposed Countermeasures: Wit & you propose and why?

To ensure rapreseniaton and amplify anii-races voices
from pcross al LHH dopadmonts

To ensuea thed Equily work is nclusie,
ingrdapartmant, and shared across LHH, formalize tha
Equity Counci charged with oparstanakeng Equiy A)
Equity Counci o feview dala and dala gaps wsing GARE
Tramework Ganerato dats 6] Tal will accursialy refiect
Euisling Facial equily condilions and enabie us o
messune progress loweeds goats. Gosl continuesd fros
FY 19-20 and smeant o b S Hoal img rovm o
imesfric for LHH.

Aress of focus o nclude:

* Policy stisbsmart and soops dolnaon Tor Dept af

= Findicreate mandaiony edacalion programs for 6l

*  Contrwa work from FY 18630 A3 o dissggrogals
patsant safaty X0 data by rece lor basalne data

+  Craph standard work o ersura that all performanca,
quaality and eeeciuben commithes meatings mclede
aquity malncs and achonebia couwammeasunas o
address wensfiad mequtes.

DEC Juns 2021
DEC Marnch
2021
DEC, Equity  March
Counci 2021
DEC, LHH  March
2021

DEC, QM Dotember
2021

Status
Cont FY

Cont FY

Caont FY




A3 Plan
L L o

Develop inclusive customer To ensure that both staff and residents are treated June 2021 Cont FY

service/respect in the workplace respectfully within the work environment, develop a 20-21

training (aligned with REAP) customer service training to address and manage

(normalize) implicit/explicit bias

Recruit one at least one racial To ensure representation and amplify anti-racist voices DEC June 2021

equity champion from each from across all LHH departments.

department at LHH

(normalize)

Formalize/operationalize Equity = To ensure that Equity work is inclusive, DEC March Cont FY

Council (organize) interdepartmental, and shared across LHH, formalize the 2021 20-21
Equity Council charged with operationalizing Equity A3

Develop concrete data set for Equity Council to review data and data gaps using GARE DEC, Equity = March Cont FY

Equity outcomes framework. Generate data set that will accurately reflect Council 2021 20-21

(organize) existing racial equity conditions and enable us to

measure progress towards goals. Goal continued from
FY 19-20 and is meant to be the health improvement
metric for LHH.

Codify policies and practices of ~ Areas of focus to include: DEC, LHH March
the Dept of Equity and Culture in + Policy statement and scope delination for Dept of 2021
alignment with the Equity and Culture
REAP/ORE/OHE « Find/create mandatory education programs for all
(operationalize) managers on core management responsibilities to

identify and address conduct
Develop a structure to include + Continue work from FY 19-20 A3 to disaggregate DEC, QM December
equity metrics in all patient safety UO data by race for baseline data 2021
performance, quality and + Create standard work to ensure that all performance,
execute committee meetings. quality and executive committee meetings include
(operationalize) equity metrics and actionable countermeasures to

address identified inequities.
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2020 Priorities

Maintain equity Keep equity at the
momentum center of our
amidst pandemic emergency
response response

Provide
opportunities for
staff to stay
engaged in equity
learning and
activities

Support staff
wellness and
engagement

11



2020 Accomplishments

With ZSFG, created and launched
21-day racial equity learning
challenge. 400 people across DPH
signed up to participate

With OHE, finalized/launched
Introduction to Health Equity
module for all DPH staff. As of July
2021, 7,568 staff have taken the
course Al
Held first-ever (socially distanced) k-
Juneteenth celebration

Promoted wellness events for LHH
staff

Included equity content in LHH
communications to promote
learning and engagement
opportunities

An Introduction to

SIS SR U

STARGAZER
BARN'

MERCORY



https://sfdph-rec.wixsite.com/21day-challenge

2021 Priorities

Build sustainable
infrastructure to
support equity
work, including
data systems

Engage staff at all
levels of the
organization in
equity

Infuse and
integrate equity
framework and
lens into all LHH

departments

Make equity work
more visible




2021 Accomplishments

Successful re-launch of Equity
Action Council with
representation from >80% of
LHH departments

Launching Equity workgroups
Departmental equity metrics
Quarterly equity newsletter
Re-opening of the wellness
hub

Targeted technical assistance
and training with departments
(risk management, nursing)
Development of customer
service/conflict coaching
training

Placement of CCSF Fellow

Comms Training

Equity
Action
Council

Staff
Engagement

Data
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Thank you!

“It is not our differences that divide us. It is
our inabillity to recognize, accept, and
celebrate those differences.”

Audre Lorde
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