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RSE Action Plan: Focus Area 6: Organizational Culture of
Inclusion and Belonging

The 2023 San Francisco (SF) Planning Wellness Survey was sent out to 220 employ ees across classifications via SurveyMonkey from July 5, 2023 to July 28, 2023. This report
documents findings of analy ses conducted with data gathered from 63 (28.6% response rate) employ ees in SF Planning. Thus, the salient purpose of this survey was to identify
promising practices that contribute to a deeper sense of belonging and inclusiveness. The limitations of this study include: (1) arelatively lowresponse rate, (2) anony mous
responses do not allow for more specific and direct solutions, and (3) the inability to address all employ ees' wellbeing concerns through a limited survey and wellbeing program. The
principal inv estigators were the Planning Department's wellbeing team, which included: Veronica Flores and Reanna Tong, and the department champion for the wellbeing program, Tom
DiSanto. The key findings are organized into three categories that are reflectiv e of excellence in wellbeing programming: (1) diversity of wellbeing and of fice culture programs of fered at
SF Planning, (2) providing opportunities to build community within the department, and (3) celebrating department staff. Key findings that of fer critical feedback on the department's
programming include: (1) more racial and social equity trainings with monitored outcomes from the training, (2) a need for management to put what is learned from trainings into practice
by supporting and recognizing cultural dif ferences among staff, and (3) challenges adjusting to the many structural changes within the department.

When asked what is one thing the Planning Department has done or is doing well to support staff well-being, employ ees indicated:
"Having a supportiv e supervisor and manger who understands what y ou are going through personally and prof essionally ."

"The fact that they hav e a wellness team is a good step. | enjoy that management is flexible and supportiv e of people with kids."

"Identify ing staffs' individual strengths and interests."

"The newsletters . .. are very well organized."

[Note: The Core RSE Team is in the process of developing a survey schedule, thus, wellness surveys will be administered on odd years and staff culture surveys willbe administered on
even years. These two surveys will lend insights into one of SF Planning's overall goals, which is: SF Planning is 100% Inclusive.]
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FY23-24: \Whatis a racialequity practice that you have learned or
implemented in the last year?

Community Equity Division Office Hours:

s The Department focused on decreasing racial disparities in planning processes by increasing community engagement within marginalized communities.

b This practice, w hichwas notincluded in the last progress report, was a priority because racial equity has been centered in tw o commission resolutions:
Resolution No. 20738 and Resolution No. 1127.

o Based on process improvement recommendations fromthe Community Equity Division: Community Development and Engagement Team, Equity Office
Hours w as restructured (revamped) to be more effective and efficient in meeting divisional needs.

hd Ensuring that Community Equity Division staff have sufficient time to review prep materials for Equity Office Hours is essentialto ensuring that
participants have culturally relevant briefs.

°

During the upcoming year, Community Equity Division staff willfocus on partnering w ith divisions to develop division-specific thresholds for Equity Office
Hours.

[10: Department Functions]


https://sfplanning.org/sites/default/files/documents/admin/R-20738_Centering_Planning_on_Racial_and_Social_Equity.pdf
https://sfplanning.org/sites/default/files/documents/admin/R-1127_HPC_Equity_Resolution.pdf
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FY24-25: Whatis a racial equity practicethatis a priority for your
dept/division to learn or implement this upcoming year?

Mentorship Program:

b SF Planning w ould like to address racial disparities in mobility and professional development by providing a culturally relevant professional learning
experience for new er staff, especially those fromracially minoritized communities, so that they can receive meaningful coaching, guidance, and exposure
to a diverse cohort of leaders in the SF Planning Department; improve their advancement w ithin the Department; increase their participation, and elevate
their unique voices.

o The mentorship program has been included in the HR Plan to increase racial and social equity and the Racial and Social Equity Pan Manager has
partnered w ith the Chief of Staff to develop, implement, evaluate, and improve the program.

°

By the end of the mentorship program, participants w ill be able to:

Develop a healthy w orking relationship w ith senior leaders and/or middle managers

Identify and describe the organizational culture, structure, procedures, and practices inthe SF Planning Department
Transformcareer developmentinsights into clear pathw ays to professional success

Develop and/or maintain cultural competence

Develop a critical consciousness that challenges the status quo of racial and social minoritization
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[5. Mobility and Professional Development]
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Resources

Racial and Social Equity Action Plan & Progress Reports
Racial and Social Equity Dashboard (CPC)



https://sfplanning.org/project/racial-and-social-equity-action-plan
https://sfgov1.sharepoint.com/sites/CPC-Portal-SP2/SitePages/Racial-and-Social-Equity-Dashboard.aspx?xsdata=%3d%3d&sdata=Q3pXdnZOVzcrbG1wMTg0NENHYTJQS2t2WUQrMkxGMjV2L1V3K1h0eWcwYz0%3d&ovuser=22d5c2cf-ce3e-443d-9a7f-dfcc0231f73f%2ckofi.akinjide%40sfgov.org&OR=Teams-HL&CT=1701452251461&clickparams=eyJBcHBOYW1lIjoiVGVhbXMtRGVza3RvcCIsIkFwcFZlcnNpb24iOiIxNDE1LzIzMDkyOTExMjA4IiwiSGFzRmVkZXJhdGVkVXNlciI6ZmFsc2V9&SafelinksUrl=https%3a%2f%2fsfgov1.sharepoint.com%2fsites%2fCPC-Portal-SP2%2fSitePages%2fRacial-and-Social-Equity-Dashboard.aspx
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