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MAC/WIC Workplace Climate
Survey

» The purpose of the Workplace Timeline
Climate Report is fo fake a » Summer 2019 — Administered
snapshot of the current workplace survey
climate and inform the work of the
committees and the City's g g?gf%glfr'e’é‘g%lyzed data and
priorities. The survey asked P

questions relating to workplace » January 2020 Published report

culture cenfered on concerns of » Spring & Summer 2020- Met with 12

women, other marginalized stakeholder groups* to discuss

genders, and employees of color. survey results and recommended
actions.

» Fall 2020- Progress Report on
Recommendations

» 2021 Track Recommendations



Concerns around employee development and
safe, respectful workplaces emerged as the

two major findings of the report.




Women and

people of color
are more likely
Than avercoSu"
experience -
- racsri .




One out of four
survey respondent
experienced or
withessed
harassment, bullying,
or discrimination.




of respondents

427 who experienced
O harassment never

reported it.




When larger complaints do not result in discipline or

change, it's smaller ones.”

-- dn dnonymous employee

When another female employee told me of a similar

incident with the same harasser | suggested she

because of the

-- dn anonymous employee
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One out of four white
respondents reported
receiving career
mentoring.

But only, one out of eight
African American
respondents reported
receiving career
mentoring.




Recommendations

1. Ensure a safe and respectful workplace
environment for all employees.

2. Provide equitable access to professional
development opportunities and
mentoring.

3. Assess and support pay equity within our
organization, specifically as it relates to
race and gender.




Accountabillity and Progress > 75% (9 out of

— 12) of our
MAC/WIC Recommendations - Resp-mslhle"‘ Related Progress I
1. Review and improve policies, procedures, and work niles (including APMs 3-5, 2 5 Morman Davis, AF'M 3-5 Revision on-track re ‘ o m m e n d
2-33) Mﬂ 1553 Gombar

and 2-13) as they relate to workplace haassment, discrimination, bulbying. md

- o Ctate arper Donahue IV, 2-330n o
Citee ' artnons nave
2. Evaluate and improve harassment preventon and response raining for supanisors _ Active Support Tla.y omax Supervisor ‘uammg should be

and all staff. l'il:l'i‘tiIE'd

3. Develop and implement cdear, proactive policies to protect employess in frontine MACIWIC created civility posters and :
and senvice positions from harassment and abase by patrons, customers, and disfributed to public facing agencies q C IV e o r
members of the public. Cict 2020. Kudos to departments :
Libraries Consequence Chart & Civli t
— state
4 Review rules of conduct and training for elected officials and committes members to m MNoProgress Commion Counl _!
ensure they include prowisions for appropnate treatment of staff. Office s U p p o rt

f. Develop a reporting process for employees who wish to maintain anonymity o Melissa Gombar Complanant anonymitylincreased

share concems about their workplace. (Employees would continue to hawve the right to communication is coded inko new

make formal complaint at amy Gme. ) software- implementation scheduled
late 2020

[
B. Plan for continuous communication and outreach 1o ensure employees understand |7 Activ port DCRHR Onentabon ill Wick! She In planning: will incorprparte into 4 I t m n
theeir nightts, how to report incidents, and who can offer them support. Employes Crientation & Cnboarding &

Subtle Acts of Exchesion Training

7. Increase communication with individuals who file reports to ensure they understand 873 Ti MACIMWIC Peer Advisor Pilot {
the process, are aware of timelines, and are not experiencing retaliation. ro g re S S

Equitable access to professional development opportunities and mentoring.

[
E. Use data and mefrics to identify risk areas, sat tangefs and goals, and measure the Active 5 ] A Exit Survey & plan to implement Exit
impact of initiatives. Interviews 2021 & Pulse Surveys
| fot Ki
8. Review and update training policies (induding APM 2-10) to include provisions and Active 5 i 3 sick Goal to have revised AP o rq C I n g

measures for equity, and inclusion. All City emiployees should hawe fair and egual Mayor for review by Q2

access to leaming and development opportunities regardiess of their job

classification, department. and social circumstances

10. Suppaort and expand tangeted traming programs such as Women's Leadership Acti ot HR Carla Garces-Redd i Conference ed Sept 202
Conference that are designed to eliminate barmers and undemepresentation in all

lewels of ership

Assess and support pay equity within our organization, specifically as i

11. Concuwct regular citywnste pay analyses to deterrmine and frack any dispanties. MoProgress ( Mayor Rhodes-
12. Address any gender and raceiethnicity gaps analyzed by involving those who are .
impacted and collaborating with MAC C. and other Citywide initiatives

13. Analyze the City's position study process through an equity lens. MoProgress ‘dal:-ant HR Services  |BEquity Analysis on position shudy
Mm ger scheduled for 04
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Advocacy

» Policy Changes
» APM 3-5 Anfti-Discrimination
» APM 2-52 Inclusive Workplace
» APM 2-10 Trainings (pending)
» Memo Call to Action Black Lives Matter

» WIC Memo Alder Investigation
» Thank you

June 15, 2020

From: Clty of Madison Staff Members Engaged In Racial Equily Work

To: Mayor Satya Rhooes-Conway

Re: A Call to Action to Make Black Lives Matter In Madison

Dear Mayor Rhodes-Conway:

Thank you, Mayor, f0r your Ieadership Over the Dast several months of the COONAVINUS
pandemic. We recognize that It has been an extracrdinary and stressful ime even before the

murder of George Fioyd brought the deep-seated pandemic of ractal injustice and anti-
DIaCKnEss 10 the forefront of our NAtON's attention.

We are a group of City employees commited 1o the City's stated vision of an Inclusive,
Innovative, and thrving Madison and 1o UPHOIJING our values Of equity, CIVIc engagement, welk-
being. shared prosperty and stewardship. We write to you 10day 1o offer Our SUPPOM and our

recommMendations and to Urge you 1o 1ead us boldly In taking every opportunity 1o tear down the
systems of racial oppression that are woven into the fadnc of govemment and into our society
s 3 whole - systems that consistently a1 our BIack resicents and coleagues.

On Monaay, June 8, 2020, 3 group Of 49 empioyees committed to raciai equly, Inclusion and
$0cial justice convened 10 co-Create 2 space for Cy staft members which would alow for
outspokenness, creativity, Innovation and visioning of the Kind of City In which we want to work
and ive.

Memders of that group are paricipants In 3 number of CRy efforts and Initatives, Including the
Raclal Equity and Soclal Justice Intiative (RESJI); the Multicuitural ATairs Committee (MAC):
Neighborhood Resource Teams (NRTS); and civi rights COOrEINtors.

After discussion and elevating a number of Ideas, 3 formal poll ranking peopie’s 10p two 1o three
choloes revealed broad consensus In two thematic areas: internal recommendations addressing
racial equity and safety I the workpiace and extemal recCoOmmendations regaraing racial equity
and safety In the communty. We believe we must make concrete change In these areas over
the next six months.

Raclal Equity Calis to Action
1. Intemal recommendations 10 make Our workplace anti-racist and safe for St of color

a. Hrre (2) Equity Coordinators and Supporting Staff Members (top choice In poll at
71% of paricipants choosing among their top three recommended actions).
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We are Respectful.

» Addressing recommendation: _ ‘ DISO'
Develop and implement clear, A R -
proactive policies to protect f N S N -
employees in frontline and

C iVi | i Ty P OS Te I'S "A;m:) We are Kind.

SerViCG pOSiﬂOﬂS from * We are committed to providing excellent customer service and finding
solutions for all.

hgrassmenT Ond Obuse by v We :ndershnd that sometimes you may find an issue or situation to be
challenging.

pOTronS' CUSTOmeI'S, Ond ' Atalltirieflet’rskeepthe cnn?'ersatiun respectful in tone, and work together

members Of .I.he pUbllC. to resalve any issues productively.

Most importantly, /'

» Currently departments have nave a geatl dqacp.
their own policies and we found [EEEINETIee:

inconsistencies with employee - Sose cowonarsand membersaf h pblicn ki and rendymamer.
eXpeCTOTI ONns or recourse + Listen actively and communicate clearly.

+ Involve those who are impacted before making decisions.
+ Collaborate with others to learn, improve, and solve problems.
+ Treat everyone as they would like to be treated.

':r-; = i - e
47 CITY OF \.! * o Women's
7 MADISON | Cmitiatives
Molticullural AMairs Commillee Our Madissn - Inciusive, innovethe, £ Thriving m
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Meet your MAC WIC Peer Advisors

Multicultural Affairs Committee

3 o Womenrs
\.] l c Initiatives
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Binta Ceesay Abigail Fereuson Laurel Franklin Mike Miller Nancy Saiz

Library IT Parks Economic Dev  Community Dev
608-288-6160 (608) 261-9649 (608) 320-7123 (608) 267-8721 (608) 266-6433

What is a Peer Advisor? Peer Advisors are a trusted contact for City employees, available for advice
and support on a wide spectrum of issues in the workplace, from disrespectful or unkind behaviors to
harassment and discrimination as outlined in City of Madison policies. The MAC/WIC Peer Advisors
program was created in response to the 2019 MAC/WIC Workplace Climate Report and especially
centers on the experiences and

concerns of employees of color and marginalized genders. Advisors are available to all City
employees.




We hope for continued support l
of MAC WIC survey
recommenddations

Keeping on our radar & no progress in 2020

1. harassment from the public

2. staff freatment by elected officials- training and code of
conduct

3. pay equity study
4. position study racial equity analysis

Questionse Commentse



Definitions

« Harassment and bullying may include, but is not limited
to, offensive jokes, slurs, epithets or name calling,
physical assaults or threats, intimidation, ridicule or
mockery, insults or put-downs, offensive objects or
pictures, and inferference with work performance.

« Sexual harassment may include, but is not limited to,
unwanted sexual aftention, advances or coercion and
other verbal or physical harassment of a sexual nature.

 Discrimination is the unjust or prejudicial freatment of
different categories of people, such as on the grounds of
race, age, gender, or ability/disability.




