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Overview of Racial Equity Cohort Process 

Å In January 2020, Mayor Kenney issued Executive Order 1 -20 requiring all City 
departments to complete a Racial Equity Action Plan by 2023. 

Å The City has worked with a consulting partner, Equity & Results , to facilitate 
groups of City departments and agencies or ɈRacial Equity Cohortsɉ and help 
them identify root causes of disparate outcomes and solutions. 

Å The first cohort of 10 departments (FY21) completed the Racial Equity Cohort 
process and Racial Equity Action Plans in August 2021. The second cohort of 13 
departments (FY22) completed their process in August 2022. 

Å This document summarizes the process, analyses, and recommendations for 
the third cohort of departments (FY23) that concluded in July 2023.
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https://www.phila.gov/2020-01-06-mayor-kenney-signs-executive-order-on-diversity-equity-and-inclusion/
https://www.equityandresults.com/
https://www.phila.gov/2021-08-24-city-of-philadelphia-pushes-racially-equitable-outcomes-as-a-core-focus/
https://www.phila.gov/media/20221114120855/FY22-Racial-Equity-Cohort_RE-Actions-Plans.pdf
https://www.phila.gov/media/20221114120855/FY22-Racial-Equity-Cohort_RE-Actions-Plans.pdf


FY23 Racial Equity Cohort Timeline

OCTOBER 2022

NOVEMBER 
2022

APRIL 2022

Cohort 
Departments 
Draft Racial 

Equity Action 
Plans

JUNE 2023

Departmental 
Leadership 
Briefings

JULY 2023

Culminating 
Session with 
Cityôs Senior 
Leadership

Racial Equity Foundational 

Learning Series

Monthly Results-Based Accountability Training for Cohort Participants
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https://www.equityandresults.com/racial-equity-rba-1


1. Chief Administrative Office

2. Office of Innovation & Technology

Participating City Departments in FY23 Racial Equity Cohort

Office of the CAO

1. Office of Property Assessment

2. Board of Pensions & Retirement, City  

TreasurerɅs Office

Finance

1. Philadelphia Commission on Human Relations

PCHR

1. Department of Public Property

2. Health & Human Services

3. Community Life Improvement 

Program

4. Office of Transportation, 

Infrastructure, and Sustainability; 

Streets Department

Managing DirectorɅs Office
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Glossary of Abbreviations
Å BIPOC: Black, Indigenous, People of Color

Å BOP: Board of Pensions & Retirement

Å CAO: Chief Administrative Office

Å CEO: Office of Community Empowerment 
& Opportunity

Å CLIP: Community Life Improvement 
Program

Å CTO: City TreasurerɅs Office

Å DEI: Diversity, Equity and Inclusion

Å DPP: Department of Public Property

Å DHS: Department of Human Services

Å FY: Fiscal Year

Å HHS: Health & Human Services

Å MDO: Managing DirectorɅs Office

Å OIT: Office of Innovation and Technology

Å OPA: Office of Property Assessment

Å OTIS: Office of Transportation, 
Infrastructure, and Sustainability

Å PCHR: Philadelphia Commission on 
Human Relations

Å TBD: To Be Determined
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Guide to Interpreting the Slides
Å Each departmentɅs Racial Equity Action Plan includes the following elements: 

Å Results Statement: Each department has developed a results statement, which describes their teamɅs vision 
for Philadelphia.

Å Root Causes: Root causes describe a departmentɅs understanding of why racial inequities exist within the 
department, its services, and/or its relationship with the City. 

Å Strategies: Each department brainstormed several strategies for each root cause it identified. These strategies 
may be policies, procedures, and/or programs. 

Å Next Steps: To accomplish the goals outlined by the recommendations, each department has identified key 
short -term actions. 

Å ɈBetter Offɉ Measures: Performance measures are data points that assess how well a policy, procedure, or 
program is working. Departments identified potential performance measures, which may not reflect current 
data collection efforts and may require new intradepartmental collaborations. The measures reflect goals for 

data collection that would best inform future strategies. 
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Chief Administrative Office

Racial Equity Cohort Team:
Melissa Andre, Joe Costin, Monique Dashiell, Cherise 

Heller, Mihir Mulloth , Tracey Bryant, Aviva Tevah, Giana 
Lawrence -Primus, Devika Menon, Hannah Louie
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CHIEF ADMINISTRATIVE OFFICE (CAO)

All people in Philadelphia, especially BIPOC residents and City employees 
and the agencies where they work feel supported, respected and seen.

RESULTS STATEMENT

ROOT CAUSES Å As a City, we donɅt intentionally invest in the professional 
development of BIPOC leaders but instead rely on white dominant 
informal networks for Ɉsuccess and mobilityɉ.

Å Government leaders donɅt often center racial equity in decisions and 
determinations around hiring and promotions , particularly for 
leadership positions.
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CAO PRIORITY STRATEGIES  

1. BIPOC Mentorship Program: Intentionally investing in 

the growth of BIPOC employees and emerging leaders.

2. Transparent promotions: Increasing transparency 

around promotions process (particularly for exempt 

employees ) and how promotional decisions will be made.

3. Supervisor accountability: Increasing measures that 

hold supervisors accountable around hiring and 

promotion decisions.

Examples: Announce 
promotions & 
requirements internally; 
Pilot a promotions 
transparency form

Example: Structured 1:1 
mentorship opportunities, with 
targeted curriculum, create a 
pathway where there was none

Example: 360 supervisor review 
process, equip leaders with 
tools to be more equitable and 
self-aware

ü Investing in development of BIPOC leaders
ü Infuse racial equity in hiring & promotions

Holistic approach
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NEXT STEPS | Chief Administrative Office

The CAO calls upon all City departments to work with the CAO to implement these Priority 
Strategies as responsibly and efficiently as possible to ensure these recommendations 

generate the outcomes we hope to see

Draft Policy for 
each Strategy

Collaborate on 
Priority 

Implementation

Develop KPIôs 
to evaluate 

effectiveness

Consider an 
internal pilot of 

strategies
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Office of Innovation & 
Technology

Racial Equity Cohort Team:  
Latisha Branch, Kistine Carolan, Pedro Cedeno, Malik 

Hadi, DeShawn Jones, Beena Koshy
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Vision Statement
Vjku"ku"qwt"vgcoĦu"xkukqp"hqt"Rjkncfgnrjkc"vjcv"qwt"fgrctvogpv"ecp"eqpvtkdwvg"vq

All people in Philadelphia - especially BIPOC 
residents and City employees - feel connected, 
valued, respected, and experience a sense of 
peace in their daily living.
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OIT's Multifaceted Approach
OIT's different roles create multiple paths for impact

Support Unit: OIT's primary role is to support other departments.
With competing demands, OIT seeks out and prioritizes projects that advance equity.

Employer:  OIT is also a workplace making  recruitment and pay decisions.
OIT faces workforce challenges that mirror larger inequities often found in the tech field.

Public -Facing:  OIT's digital divide work directly impacts the public.
OIT can directly improve the public's access to devices and internet connectivity.
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HOT ROOT CAUSES:
 Our strategies will target key root causes of disparities.

#2 Workplace Inequities: OIT needs engaged recruitment practices to build 
pipelines, internally and externally, for qualified BIPOC candidates. 

#1 Equity Projects Not Prioritized: OIT needs policies, processes, and staff 
to explicitly prioritize equity -focused projects.

#3 Philadelphia's Digital Divide : Residents need access to affordable 
devices and internet to participate in civic life.
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PRIORITY STRATEGIES
Of our brainstormed list, these are our top priority strategies.

#1 Prioritize Equity Projects : Secure staff position to implement OIT's 
equity commitments and manage equity -focused data and tech projects.

#2 Workplace Equity: Build intentional pipelines for internal/external 
qualified BIPOC candidates to promote OIT job openings

#3 Digital Equity: Dependent on funding and legal approval, explore 
ability to refurbish and distribute City laptops to residents in need and 
invest in ongoing targeted public networks using mapping analysis to 
determine highest need areas.
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Next Steps: Prioritize Equity Projects
Secure staff position to ensure capacity to implement OIT's equity commitments

Å Draft explicit commitment to prioritizing projects that advance 
equity in OIT core responsibilities , strategic plan, and other 
policies.

Å DEI/OIT develops equity scoring matrix for PMO Gates process.

Å DEI/OIT develops budget request and hires Equity Data Analyst to 
manage equity -focused data and tech projects.

Å OIT identifies and manages equity -focused projects ( i.e. racial 
equity training, digital equity efforts, public safety initiatives, etc.).

https://www.phila.gov/departments/office-of-innovation-and-technology/
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NEXT STEPS: Advance Workplace Equity
Gpicigf"tgetwkvogpvĩ<"Dwknf"kpvgpvkqpcn"rkrgnkpgu"hqtqualified BIPOC candidates

Internal professional development:
Å Adopt internal candidate recruitment strategies used by OIT Apprenticeship program
Å Sustain investment in OIT Apprenticeship program through next Budget ask
Å Work with OHR to advertise and use FY24 scholarships to certify BIPOC employees for IT positions
Å Give feedback on priority resumes
Å OHR and OIT managers connect interested BIPOC staff to vendors with training opportunity (CCP, 

Temple, Online Consulting, Nexlevel  Consulting Services)

External recruitment:
Å OIT HR develops capacity for engaged recruitment efforts and ideas
Å OIT HR develops relationships with HBCUs and groups serving diverse communities 

ÅIdentify computer science and tech -related programs/professors/alumni listservs/job fairs of local 
and national HBCUs (Lincoln and Cheney) and promote open job positions

ÅIdentify other affinity -group programs ( BUiLT, women's colleges, Latinx groups, etc.)
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NEXT STEPS: Support Digital Equity
OIT develops plans to refurbish and distribute city devices to residents in need and invests 
in public access wi - fi networks using mapping analysis to determine highest need areas.

In -home devices & internet:
ÅOIT leadership and Digital Equity team work on city device refurbishment plans:

ÅVet with Law department
ÅCreate processes/performance metrics
ÅDevelops criteria for what devices can and can't be refurbished
ÅIdentifies potential outside partners to refurbish devices for low -income residents

ÅDigital Equity teams develops key datasets
ÅCityGeo creates digital equity dashboard to plan distribution for highest impact
ÅOIT launches device refurbishment and prioritizes distribution to highest need residents
ÅOIT creates:

ÅVerbiage that participants assume responsibility of support and maintenance
ÅGuide on basic device protection, cybersecurity and referrals for ongoing tech support
ÅMechanisms for referring to trainings on cybersecurity

ÅSustain Digital Equity TeamɅs digital navigators network connecting residents to free/low-cost in -home 
broadband programs ( Affordable Connectivity Plan ) and/or expand to include city employees as digital 
navigators to help residents with city forms/websites/etc.

https://www.phila.gov/services/education-learning/get-help-with-technology/get-free-or-low-cost-internet/
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NEXT STEPS: Support Digital Equity
Make public networks available in some City buildings in highest need areas 

Public network access:
ÅOIT collaborates with OCF/PPR to fund and enable public access wi -fi in 150 recreation centers.
ÅOIT Leadership and OIT Network team identify the security, support and budget needs.
ÅOIT uses map analysis and collaborates with relevant agencies to identify additional priority 

buildings beyond libraries and rec centers.
ÅPotentially outfit other city buildings if they meet security, impact and other conditional criteria.

Other public access:
ÅEquity data analyst coordinates data collection to power and create Finder app for nearby public 

access wi-fi and/or public computer centers.
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BETTER OFF MEASURES
These performance measures help determine if our strategies are working

Equity projects:
1 equity Analyst staff position secured
# departments assisted in advancing equity through dashboards and PMO projects
# equity -related projects completed

Workplace equity:
# of groups serving diverse communities OϥT HR collaborates with for recruitmentʋ
# apprentices retained in City positions
# staff completing training opportunities
# BIPOC in OIT Senior Leadership and Executive Leadership currently and over time
% of OIT senior leadership positions held by BIPOC staff over time
% salary equity achieved over time across racial groups within OIT

City digital divide:
# City devices refurbished and distributed by zip code
# City buildings in high -need areas with public networks
% of city buildings in high need areas with public networks over time
% of residents with devices in -home



Office of Property Assessment

Racial Equity Cohort Team:  
John Hodgesʋ, Monica Williamsʋ, Chandler Wolf 
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LIMITATIONS

The majority of the Office of Property Assessment (OPA) Staff is licensed 
by the State of Pennsylvania; Certified Pennsylvania Evaluator (CPE) and 
are also beholden to the Uniform Standards of Professional Appraisal 
Practice (USPAP).  

The CPE license and USPAP standards prohibit the OPA staff from taking 
any demographic information such as race, gender, level of income and 
education, etc. into account as we perform our duties. We do take 
objective property data such as location, size, use, and condition into 
account. 
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HOT ROOT CAUSE ANALYSIS

RESULTS STATEMENT: All residents (renters and property owners) in Philadelphia are treated 
equitably and feel that properties are fairly valued
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OPA - 2023

HOT ROOT CAUSE: Under/over assessment of properties ɀ lower valued homes may be over assessed; 
higher valued homes may be under assessed

INDICATOR: Price Related Differential (PRD) measures 
equity in the assessment of high value vs low valued 
properties by analyzing to see if higher and lower valued 
properties are assessed at the same level
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PRIORITY STRATEGY

PRIORITY STRATEGY: Ensure that there are ongoing data collection and 
data quality initiatives

     SUB-ELEMENTS: All sub-elements tie back to OPAɅs commitment and ability 
to continually update and maintain data. 

Å Trainings and policies surrounding data collection

Å Effective working relationships and trainings for elected officials and 

their staff regarding the assessment and appeals process

Å Proactive public outreach for all Philadelphians
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NEXT STEPS

ÅCommit to ongoing training for OPA staff to ensure best 
practices are being followed

ÅCommit to reimagining and growing the OPA community 
outreach team to develop a proactive strategy that 
focuses on clarity and transparency

ÅCommit to working with other agencies and initiatives 
such as the Philadelphia Voices initiative 
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ĨDGVVGT"QHHĩ"OGCUWTGU

Å Improved PRD

Å OPA is meeting/exceeding the International Association of Assessing 
Officers (IAAO) standards around the frequency and methodology of data 
collection and maintenance standard_on_data_quality.pdf (iaao.org)

Å Results of external audits

Å Results of survey results

     

https://iaao.org/media/standards/standard_on_data_quality.pdf
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ĨDGVVGT"QHHĩ"OGCUWTGU

Å Confidence in the assessment process and annual assessments (both 
staff and Philadelphia residents)

Å External recognition ɀ Certificate of Excellence in Assessment 
Administration awarded by the IAAO. The award recognizes 
jurisdictions involved with assessment that integrate best practices in 
the workplace

Å Internal reports periodically run by OPA indicate minimal data errors 
that are corrected/updated in a timely manner
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Board of Pensions & Retirement
City TreasurerɅs Office

Racial Equity Cohort Team:  
Jennifer Nguyen , Teresa Gray, Abdel -Aziz Ibrahim, 

Aiween Zoleta



Hot Root Cause 
Analysis

ÅLack of investment in the 
professional growth and 
development of BIPOC City 
employees.

ÅLack of BIPOC City 
employees in executive level 
positions.

ÅLack of communication and 
uniformity between all City 
departmental HRs and OHR. 
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Priority Strategy:
Reimagine internal staffing 

support to focus on advancement 
& career growth

WHAT WILL WE DO? 

Å As part of the onboarding process, Finance HR and supervisors will help employees 
build an outline of their career path possibilities, so that they are aware of the growth 
opportunities within the City.

Å Host monthly networking events for BIPOC staff in collaboration with City Resource 
Groups (each month can be for a different field, i.e. finance, administration, IT, legal, 
etc.) 

Å Pilot a Finance employee mentorship program 

Å Offer racial equity professional development opportunities to Finance employees 

Å Develop an internal weekly newsletter 

Å Newsletter includes current City job postings, opportunities for professional 
development trainings, information about the mentorship program, monthly 
networking events, volunteering opportunities, and a link to the employee 
satisfaction survey.

WHAT DO WE NEED OHR SUPPORT TO DO? 

Å Request monthly meetings with OHR for information sharing, such as best practices, 
and to create uniformity. This will ensure that all employees are served the same no 
matter what department they are in. 

Å Work with OHR to survey Finance employees for job satisfaction & employee 
experience

Å Work with OHR to collect data on department staffing changes and key causes of 
employee attrition in Finance
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Next Steps:
Future Milestones

ÅSchedule a monthly meeting with 
OHR for information sharing, HR 
advice, and to discuss best practices.

ÅOffer professional development 
trainings for Finance HR personnel 
focused on racial equity. 

ÅCreate a committee to help pilot a 
mentorship program and a monthly 
networking event. 

ÅHelp OHR build the employee 
satisfaction survey. 

ÅGather resources and information 
for the weekly newsletter.
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Better -Off 
Measures

ÅEmployee retention and 
increase in satisfaction rates.

ÅIncrease in internal 
promotions of BIPOC 
employees.

ÅIncrease in % of BIPOC 
employees in executive level 
positions.

Åϥncrease in departmentsɅ 
performance measures.
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