[image: MP900448561[1]]CWAC Racial Equity Practice Subcommittee Meeting Minutes 
September 27, 2016
Bloomington Field Office
Co-Chairs: Darrin Holt and Robert Blackwell

Members Present: Karima Douglas, Susan Stephens, Cole Thompson
Not Present: April Curtis, Dennette Derezotes, Daniel Fitzgerald, Elke Hansen, Jacalyn Herbert-Townsend, Kathleen Lutz, Maria Miller, Jere Murry, Cassandra Rogers-Lampkin
Guests: Jennifer Florent –DCFS Office of Communications, Mathew Grady – CWAC Administration/Finance Co-Chair, Claude Robinson – UCAN Exec. VP External Affairs/Diversity, Zach Schrantz – UCAN President/CEO, Beverly Jones – LCFS COO, Brent Diers – Exec. Dir. Lutherbrook
The meeting was opened by Co-chairs Darrin Holt and Robert Blackwell. 
I. Members and guests participated in the Check In and Reflections Practice of the meeting.
II. Institutional Racial Equity Initiatives: Presentations were made by private agencies,  1) UCAN and 2) Lutheran Child and Family Service (LCFS) (Corporate) on their respective institutional efforts on Diversity and Inclusion and Race. UCAN representatives included Mr. Zach Schrantz –President/CEO and Claude Robinson – Executive Vice President of External Affairs and Diversity.  LCFS representatives included Ms. Beverly Jones – Chief Operating Officer and Mr. Brent Diers- Executive Director of Lutherbrook.  See presentation attachments below:





		

III. An Integrated Policy Review Proposal: The committee tabled the discussion on this item until the next regular meeting of the committee to allow adequate time to introduce the Annual Campaign Planning agenda.

IV. Subcommittee Annual Campaign Planning: The meeting was also attended by Ms. Jennifer Florent – Office of Communications in support of the development of the subcommittees’ annual campaign planning. The campaign will focus on the education, promotion and encouragement of greater awareness and understanding of racial equity and the impact of existing racial inequities in the Illinois Child Welfare Practice and system. Jenny has agreed to provide additional technical consultation and support from her office to the Racial Equity Practice Subcommittee (R.E.P.S.) around the campaign’s development and implementation.
Next Steps: It was determined that the next meeting of the R.E.P.S. would be by conference call.  Bob Blackwell’s office will poll members to establish the most desired meeting date in October.
The meeting was adjourned.

Special Note: During our next meeting the Co-chairs will be seeking volunteers for 2(two) Racial Equity Practice committees. 
Committee # 1, The Annual Campaign Planning Committee will seek 4 members (½ White and ½ Persons of Color) to design our 2017 Campaign (see Charter for campaign purpose).
[bookmark: _GoBack]Committee # 2, An Equity Policy Review Committee will be created to establish a coordinated review process with the Department’s Transformation Teams, Action Teams and others to review select policy for comment and recommendation to the larger CWAC committee for adoption and submission to the Department.  The committee may also propose new policy to CWAC and the Department for consideration.
We will also seek 4 members (½ White and ½ Persons of Color) to design and constitute this committee.
We anticipate setting term limits for participation in each of these committees.
PLEASE LET DARRIN OR BOB KNOW WHICH OF THESE COMMITTEES YOU WOULD LIKE TO VOLUNTEER FOR, IN ADVANCE OF OUR CONFERENCE CALL IF POSSIBLE.  WE WOULD LIKE TO GET STARTED AS SOON AS POSSIBLE ON BOTH OF THESE ENDEAVORS.
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Youth who have suffered trauma
can become our future leaders
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Youth who have suffered trauma can become our future leaders

Meaningful Programming






Historically Speaking . . .

- Established in 1869 as a Civil War orphanage.

« During the 1800’s, UCAN's first diversity statement
read “We do not discriminate against race.”

 Uhlich Children's Home was going to have its license
revoked in the late 1960’s if they continued to refuse
to service African-American youth. This happened
100 years after the 13th Amendment.

- The first African-American youth to enter UCAN was
a 13 year-old male from Evanston.

@

ucarnmn





The Cultural Journey
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UCAN defines Diversity & Inclusion

« Diversity means...

— Serving and employing a wide range of individuals
with broad representation of similarities and differences
iIncluding people of every ability, race, ethnicity, gender
identity, socio-economic status, sexual orientation, age,
culture, and religion.

 Inclusion means...

— Welcoming, respecting and valuing each individual’'s
unique characteristics and integrating them in an open
and supportive environment which helps build strong
youth, families, employees and communities.
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UCAN Statement on Racism

UCAN understands that racism continues to be
a serious, prevalent issue in society today.

The impact of racism on many of our clients and staff,
both individually and systematically, is relevant to how
we organize and operate here at UCAN.

The recognition of racism as a traumatic experience
IS critical to achieving our vision that
youth who have suffered trauma can become
our future leaders.
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Board Diversity

- A diverse and progressive Governing Board

% Female 31% 44% 55% 38% 33% 30%
% Ethnic Minority 0% 22% 30% 52% 51% 52%

-« Diversity & Inclusion placed at the forefront of activities
— Visible agenda items for boards and committees
— 14 member Diversity Advisory Board

Gender Ethnicity _ ... Sexual Orientation
4%

American 4%

B Caucasian
B Male

B Female

B Heterosexual

M Latino

B LGBTQ






Racial Diversity in UCAN Senior Leadership

July 2016
July 2015
July 2014
July 2013

July 2012

July 2011

58% (11)
539% (10)
56% (10)
58% (11)
44% (7)

40% (6)

42%

47%

44%

42%

56%

60%

(8)
(9)
(8)
(8)
(9)

(9)

African
American/
Black
42%
42% (8)
33% (6)
31.5% (3)

31.25% (1)

20%  (3)

Latino/ . Other/

10.5% (2)
11% (2)
11% (2)
16% (3)
6.25% (1)
7% (1)

42% (8)
47% (9)
56% (10)
52.5% (10)
62.5% (10)

73% (11)

5.5% (1)

*

(19)
(19)
(18)
(19)
(16)

(15)





Employee Training and Development

 Integrate Diversity & Inclusion strategies into recruitment efforts, new
employee orientation, training plans, and performance reviews

- Equip staff to manage vast nuances of cross-cultural/gender
relationships

- Create opportunities for employees to have open dialogue around
complex societal issues (e.g. affinity groups, lunch-n-learns)

- Employee retention, promotion and engagement are key strategic

goals  Gender 5%1 Ethnicity m African-American
6%_17 ®m Caucasian
H Female " Latino
Male Asian

Other






Employee Engagement Survey

UCAN employees continue to provide feedback that the
organization’s diversity & inclusion efforts make a difference, as
demonstrated in the sample questions below.

Agree that UCAN has made an effort to help 87% 94% 95% 95% 88%
all employees understand and accept (10%)

diversity as an asset

Agree that UCAN has made progress in 66% 89% 92% 92%

alleviating the real problems facing (30%)

employees of diverse backgrounds

Agree that UCAN is an attractive place to 78% 94% 94% 95%
work for employees of diverse backgrounds (19%)

*In 2010, a “neutral” response was added to the survey; this additional option pulled responses from both “agree” and
“disagree.” The “neutral” response rate is shown in parentheses.
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Impact and Engagement on Workforce

- 15% (84) of UCAN staff are involved in Affinity
Groups

- As of 12/31/2015, 77% of agency Affinity Groups
have completed their 2015 Annual Goals

- 12 Lunch & Learns, workshops and wellness events
were conducted in FY’15 impacting 55% of UCAN
employees (300)

* Numbers based on 545 employees*
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Who we serve

W # African American
B # Caucasian

# Hispanic/ Latino/a
M # Asian
B # Native American

# bi-racial

— With UCAN'’s predominantly minority client base and diverse employee
profile, we must understand and embrace different cultures, perspectives,
beliefs, experiences, needs and barriers.

— This understanding must happen at all levels of the organization. Including
staff, executive leadership and the board.






Culturally Proficient Youth Programs

- Phenomenal Woman aims to address the realities that youth of color experience, facilitating
discussions on difficult topics such as those of conflict management, leadership, self-
esteem/knowing yourself and loving yourself, sex, womanhood, spirituality, etc.

- Project Visible Man (PVM) is a group mentoring program for young men of color ages 13-
24. PVM is designed to encourage self-respect and transform dysfunctional behaviors through
the exercise of will power, positive reinforcement and real-life role models.

« Youth Peace Summit is an annual youth lead event featuring a diverse group of youth leaders
from around Chicagoland that gather to participate in youth-led workshops that focus on several
important issues of the day that impact and involve our youth virtually no matter where they live
or attend school.

«  PROSY is an psycho-educational intervention and support group to assist LGBTQ youth,
primarily those who are Department of Children and Family Services (DCFS) youth in care. The
project provides literacy on legal rights pertaining to DCFS LGBT youth in care, skills to help
with positive development of self-esteem and acceptance of their sexual orientation, and coping
skills to deal with mental health issues related to their sexual orientation.






Clinical Philosophy — Common Beliefs

We willingly accept our clients’ pain and trauma as reality
- We believe in the resiliency and strength of our clients

- We believe that the foundation for healing people wounded by
trauma is through relationship building

- Understanding the role of systems is important in order to help our
clients learn how to succeed in contemporary life, which is often a
complicated process.

- Treatment is not a linear process

@
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Our Impact: Client Feedback*

- 93% affirm the services they receive meet their needs and/or the needs of their
family

«  94% affirm they are satisfied with the services they receive at UCAN
« 95% of clients report that UCAN respects their values and culture
«  96% of clients feel that UCAN staff cares about them

«  94% of clients report that UCAN has given them the opportunity to improve their
future

«  94% of clients feel that UCAN has helped them learn and grow

2015 et ggﬁgig@{%ﬁ%\r/gywat UCAN helps them make healthy choices






UCAN'’s Project Team

Architect of Record: Johnson & Lee (MBE)
Architectural Team: Moody Nolan (MBE)

Interiors Architect: Searl Lamaster Howe (WBE)
Structural Engineer: Matrix (MBE)

MEP Engineers: CCJIM (MBE)

Landscape Architect: Site Design Group (MBE)

Civil Engineer: Prism (MBE)

Commissioning Agent: Primera Engineers, Ltd. (MBE)
Project Manager: Frankis Consulting
Construction Managetr: Gilbane and UJAMAA (MBE)
Attorney: Neal & Leroy (MBE)

TIF Consultant: Ernest R. Sawyer Enterprises (MBE)

Joan Archie, University of Chicago Medical
Center

Diversity Advisory Board:






Supplier Diversity: “The Sky is the Limit”

Diversity
Spend

56%

FY14 Diversity Total
FY13 Diversity Total $2,769,360
$2,300,937 ( 20% increase)

(32% increase)
FY12 Diversity Total
s A

(27.5% increase)

FYO09 Diversity Total
$1,370,000

FY15 Diversity Total
$12, 056, 934
( 335.4% increase)






FY15 External/Internal
Supplier Diversity Spend

. . i $9.871 million
Diversity Categories

$2.19 million

41% B African-

American
® Hispanic/Latino

Other

WBE Spend: 24%

Construction

Internal Spend (External)

@

ucarnmn





Success at UCAN means ...

A diverse and
progressive Board of
Directors

A workforce whose

tilizing
makeup closely parallels u
that of our service MBE/WBE vendors

population '

Substantive employee
. Affinity Groups which
A welcoming, positively impact
respectful and UCAN’s business

inclusive workforce

A robust supplier
diversity program






“Few organizations are
motivated to commit the
time, energy and financial
resources to master
diversity management”.

-R. Roosevelt Thomas Jr.
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LCFS Commitment.pdf
@ Lutheran Child and Family Services of Illinois

LCFS COMMITMENT
We expect the LCFS organizational culture to be color cognizant,
believing in the importance of racial and ethnic differences because
of their profound impact on individuals, groups, communities and
society, as well as acknowledging the accompanying widespread
racism and discrimination in our broader society. We expect that
within the organization there be explicit, productive conversations
about the role of race and culture in the work we do, as well as
advocacy for addressing the social injustices that result from
systemic racism.
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LCFS Inclusion Council.pdf
INCLUSION COUNCIL

Mission Statement

To model, advocate and demonstrate attitudes, principles and
actions that respect, value, and embrace the diversity that exists
among all people.

Means:

1. Create a supportive environment within which challenges to
diversity can be safely addressed.

2. Provide leadership through building community, understanding
and modeling.

3. Encourage learning opportunities that facilitate growth in values
and understanding.

4. Identify and remove organizational barriers.

. Recognize the institutional sources of privilege and work toward

dismantling systems of discrimination.

6. Create a supportive environment in which issues based on race,
religion, sex, color, age, creed, national origin, handicap
unrelated to ability to perform, veteran status, marital status,
citizenship status, or membership in any other classification
protected by law can be safely addressed.

7. Provide advocacy that values and empowers all people.

Lh

Membership:

Statewide council:

Council membership should include representation from a range of geographical areas
and functions of the organization. A maximum of 18 council members is desired.
Corporate representation is expected.

Representation:

Council representation should mirror our agency’s constituency and staffing whenever
possible.

Qualifications:
Council members are strongly encouraged to have participated in a Crossroads 2 % day
analysis or its equivalent and to have a foundation in the analysis of systemic oppression.

Active member:

For the group to be successful, regular involvement of all members is crucial. An active
member is a representative who attends meetings with regularity (attending at least 75%

REV: 9/23/2016





INCLUSION COUNCIL

of scheduled meetings in a year), and who is engaged and participates in discussion
during meetings as well as completing follow up commitments. Participation levels will
be reviewed regularly and members will be supported to maintain their commitment.

Meefing frequency:

Meetings should take place monthly. With the broad geographic involvement, it is
expected that teleconferencing will be utilized extensively. Every 6 months, the group
will gather together in one place to have a more extensive meeting.

Minimum commitment:
Members are expected to make a one year commitment to participation in the Council in

order to ensure continuity and progress.

Team and Member Qualities:

¢ Personal responsibility:
Each Council member should carry a commitment to cultural sensitivity and

dismantling systemic oppression/racism in their work with the council and their
broader work activities.

s Communication and Collaboration:

As the Council confronts issues which challenge our entire society, it is essential that
the team support and trust one another as they share in this process. The Council will
make regular efforts to create opportunities to nurture components of team identity
and trust. The Council should be a forum in which to continually reflect on issues of
trust and support.

¢ Efficient application of resources:
Whenever one member of a team lacks certain knowledge or competence, another is
there to fill the gap. Team members should have complementary skills and the time
devoted to this project should be used wisely.

< A commitment to impact:

Council members are committed to making a difference as we promote Agency
growth in inclusion issues.

< Quality:
There is a concern for achieving quality and accuracy because employees feel they
are part of a team effort and they want the team to effectively achieve its objectives.

“» Confidentiality
The Inclusion Council needs to be both a safe environment for discussing sensitive
issues and a place that can be part of an ongoing, dynamic Agency dialogue on issues
relating to inclusion. As such, participants need to be circumspect about sharing the
specifics of discussions, while maintaining a responsibility to continually engage
broader areas of the Agency in the themes related to Council activities.

REV: 9/23/2016





INCLUSION COUNCIL

Activities:
Training

All members of the Inclusion Council are strongly encouraged to have participated in the
Crossroads 2 2 day analysis workshop; Council members are also encouraged to attend
other training opportunities related to growth in this area.

A primary training goal is to assist LCFS employees to understand, own and affirm the
analysis of systemic oppression.

The Agency needs to provide orientation and ongoing training for all staff members in
areas related to inclusion. The HR department assumes primary responsibility for
organizing and conducting these events, but the Inclusion Council should play an active
role in prioritizing these trainings, providing consultation regarding content, serving as a
clearinghouse for resources and fully participating. It is expected that a member of the
HR department be on the Inclusion Council.

Caucusing

The Council’s work requires a climate of openness and trust. An ongoing part of Council
activities will be that members devote time to discussing among themselves their
personal experiences related to privilege, cultural competence, inclusion and systemic
oppression/racism. If organizational issues surface in caucusing, these need to be
included in the Council’s ongoing analysis activities.

Analysis and Recommendations

A central task of the Inclusion Council is to conduct an ongoing analysis of the Agency’s
functioning to identify systemic areas of strength and challenges as they relate to
inclusion issues. From this analysis should emerge recommendations, advocacy and
action concerning how the Agency might be involved in to grow in these areas. The
Council should encourage systemic self-reflection on issues related to inclusion and
actively promote systemic change. To whatever extent possible, Council members will
utilize the existing Agency communication structures to influence Agency practice.
Corporate Officers will receive regular reports from the Inclusion Council and reports
from the Inclusion Council will be submitted to the Statewide Quality Council.
Additional forums include peer review, quality councils, all-staff meetings and
supervisors’ meetings.

REV: 9/23/2016
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Race Equity Practice: Our
Journey






i

Inclusion Council
— Continuously functioning for over 30 years

— Consists of staff members from various
regions, various programs and various levels
of the organization
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— To model, advocate and demonstrate
attitudes, principles and actions that
respect, value, and embrace the
diversity that exists among all people.

 Activities: /\

— Training (including Crossroads)
— Caucusing

— Analysis and recommendations
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and culture, but issues related to
sexuality.

e [ CFS embraced LGBTQ community and
lost Recognized Social Ministry status with

the Lutheran Church Missouri Synod

e LCFS is currently working with All Childnd
All Families to become certified as a
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— Importance of having a safe environment

within all members of our community can
engage in discussions about racism in
respectful and open ways.

— Challenges to implement an organizational
environment that is affirming and welcoming.

— Recognition that events/conversations hav
occurred within LCFS that have not been

welcoming or affirming.
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inroads into the culture of silence.

e The Color Bind — Movement to Action
— Led to LCFS’ Organizational Statement.
— Mandatory reading for all LCFS leadership

personnel (corporate officers, directors,
managers, & supervisors).

— Professional development opportunities
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of our offices.

in all
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e Topic is included in the Agency’s new
employee orientation session, including
the dissemination of the organizational
statement and encouragement of
conversation.

o All of these efforts are to be applauded
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 Incorporate color cognizant language into
the Agency’s strategic plan.

e Include discussion of color cognizance into
job interviews with prospective
employees.






e cxXecutive DirectorofCamn™V §0]¥]
_‘mocmmﬁ for mmm_mﬁm:nm and m_._u_uo_\ﬁ re:
racial and cultural diversity.

e Membership on the DCFS’ Anti-Racism
Transformation Teams.

e Participation in quality review process in
one of our offices re: race equity issues.
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o zmmuo:m_c___a\ of >mm:n< and staff to be
strong advocates on behalf of the people
we serve.

e LCFS has become active participants in the
broader community groups who are
committed to movement in the addressing
barriers to inclusion.

e Our data — What does it tell us?






- What might the data below tell you?

What questions might you

ask? What else might you like to see?

White 30% White

|

Multi-Racial/Other 25%

Multi-Racial/Other

I

Hispanic 18%

Hispanic

1

African American 23%

African American

% Starting Caseload Achieving
Permanency

782

993

712

1

943

1

Days in Care






White 14%

White 634

Hispanic 21% Hispanic 757

African American 16%

African American 1074

% mﬁ&:u Caseload Achieving .
Permanency Days in Care
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