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INTRODUCTION
In 2019, the San Francisco Department of Environment (SFE) fielded an inaugural staff
survey to better understand staff perceptions of SFE’s progress toward racial equity. The
survey yielded the following insights:

•	There is strong awareness that racial inequity exists in the department.
• There is strong motivation to engage in racial equity efforts.

• While SFE staff value racial equity there is a perception that SFE’s policies and
procedures do not currently adequately address institutional racism.
• There is a disconnect between supervisors’ self-assessment and nonsupervisory staff experiences and perceptions.

• There is a need to address workforce inequities and work environment.

• Opportunities for staff to engage in training has built capacity, and more
resources are needed.
In order to build on the insights of the 2019 survey and deepen the efforts of SFE to
address structural and cultural racism, Be the Change Consulting was contracted in 2021
to conduct a rigorous evaluation which included a racial equity staff survey and 1-on-1
interviews to:

• Understand employee perceptions and experience of racial equity within the
organization
• Compile examples and experiences of dominant cultural practices within the
organization

• Identify specific recommendations to further advance racial equity within the
SFE workplace
The insights gleaned through this process will inform SFE’s implementation of the Phase I
Racial Equity Action Plan (REAP) and will inform the development of the Phase II REAP.
The following report articulates the findings and recommendations of the 2021 staff survey
and interviews.
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KEY TERMS
The following are key terms referenced throughout the report.
BIPOC

Black, indigenous and people of color. Specifically naming Black and indigenous people
acknowledges they have and continue to face the worst impacts of white supremacist
culture.

Discrimination

The unjust or prejudicial treatment of different categories of people or things, especially
on the grounds of identity, such as race, age, or gender.

Elitism

The advocacy or existence of an elite as a dominating element in a system or society.

Favoritism

The practice of giving unfair preferential treatment to one person or group at the expense
of another.

Isms

A distinctive practice, system, or philosophy, usually resulting in one group of people
having a disproportionate experience than others.

Microaggressions

A statement, action, or incident regarded as an instance of indirect, subtle, or unintentional
discrimination against members of a marginalized group such as race or gender. (Some
examples of microaggressions include: “Wow, your English is so good”, “Can I touch your
hair”, “You must be related to someone high up to have gotten this position!”, “Sure we
care about diversity but we have to ensure the most qualified person gets the job.”)

Patriarchy

A system in which men hold the power and women are largely excluded from it.

Power Imbalances

A power imbalance is expressed when one group is able to dominate decision- making or
otherwise asserts power in ways that disadvantages others.

Tokenism

The practice of making only a perfunctory or symbolic effort to do a particular thing,
especially by recruiting a small number of people from underrepresented groups in order
to give the appearance of sexual or racial equality within a workforce

White Fragility

A state in which even a minimum amount of racial stress becomes intolerable [for white
people], triggering a range of defensive moves. These defensive moves can prevent
education about and action to dismantle racism.
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THE CASE FOR RACIAL EQUITY WORK AT SFE

What is Racial Equity?
Racial Equity is a set of social justice practices, rooted in a solid understanding
and analysis of historical and present-day oppression, aiming towards a goal of
fairness for all. As an outcome, achieving racial equity would mean living in a world
where race is no longer a factor in the distribution of opportunity. As a process, we
apply racial equity when those most impacted by the structural racial inequities
are meaningfully involved in the creation and implementation of the institutional
policies and practices that impact their lives.
— Adapted from Anti-Oppression Resource and Training Alliance (AORTA)
and the San Francisco Office of Racial Equity

SFE has a long-standing commitment to the assessment and exploration of the
experiences of equity and inclusion in their organizational culture. Following the racial
equity staff survey conducted in 2019, the Department developed a Racial Equity Action
Plan in 2020, established a Racial Equity Steering Committee United (RESCU) working
group, developed internal equity training, and increased efforts to apply racial equity tools
to policies and programs.
Across all respondents of the 2021 racial equity staff survey, 92% strongly agreed or
agreed that it is valuable for SFE to discuss the impacts of race and strive for equity in their
internal and external practices. From the 1-on-1 interviews, all 10 interview participants
expressed signing up for the interview because they were committed to advancing racial
equity in SFE.
This majority percentage reveals the intrinsic motivation and desire employees of SFE
have to engage in equity efforts. There are many studies that show disparities between
environmentalism and racial equity. An idea that emerged through the interviews was
that leveraging the mandate of the City’s Office of Racial Equity helped drive the work
and created the accountability to produce a Racial Equity Action Plan (REAP). This internal
openness combined with external championing and support for equity work will support
SFE to create structural, behavioral, and cultural change.

“Despite progress in addressing explicit discrimination, racial inequities
continue to be deep, pervasive, and persistent in San Francisco. Across every
social indicator, when data is disaggregated by race, the legacy of more than
two hundred years of racially discriminatory government policies is evident,
as measured by unemployment, health, household income, housing and
displacement, criminal justice, police violence, homelessness, and education,
as well as in the City and County of San Francisco (CCSF) workforce.”
— SFE Racial Equity Plan, 2020.
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DATA COLLECTION METHODOLOGY

The data collection process included a racial equity staff survey and 1-on-1 interviews.

PHASE 1
November 2021 –
December 2021

A racial equity survey was fielded between November
17, 2021 and December 10, 2021 to all staff at SFE. The
survey yielded a 80% response rate with 65 complete
responses out of 81 staff members.
The survey consisted of 32 questions which included
demographic information, close-ended statement
evaluation, and open-ended questions. The
survey tool included two validated scales on racial
microaggressions1 and everyday discrimination.2
See Appendix A for the survey tool.

PHASE 2
March 2022 –
April 2022

Ten interview participants were selected from a pool
of survey respondents that expressed interest in their
survey response. The participants were selected
to ensure diversity in race, gender, program area,
supervisory role, and tenure.
1-on-1 Interviews were conducted via Zoom between
March 24, 2022 and April 7, 2022. The interview
consisted of 8 questions which invited participants to
expand on their experience of microaggressions, isms,
and other inequities and experience of racial equity work
at SFE including barriers and suggestions for resources
and tools.
See Appendix B for the interview protocol.

1

See S.R. Torres-Harding, A.L. Andrade Jr., and C.E. Romero Diaz (2012), The Racial Microaggressions Scale (RMAS):
A New Scale to Measure Experiences of Racial Microaggressions in People of Color, for the full article.

2

See D. R. Williams, (2020), Everyday Discrimination Scale, for the full resource.
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LIMITATIONS IN REPORTING AND CONSIDERATIONS
FOR DATA INTERPRETATION
To protect staff anonymity this report followed the guidelines set forth by the San
Francisco Office of Racial Equity and the Department of Human Resources. The following
protective measures were taken in the reporting of this data:
While survey participants were offered multiple racial categories3 and multiple gender
categories4 as identifiers, due to small numbers in some categories, synthesis of race or
gender was reported in the following groupings:

• R ACE: People of Color; White

• GENDER: Women; Men

• RACE AND GENDER: Women of Color; Men of Color; White Women; White Men
Additionally, qualitative data from the survey’s open-ended questions and the interview
were reported in summary form. No direct quotes were shared to protect the anonymity of
the survey respondents and interview participants.
This imperfect methodology was chosen in order to follow the Department of Human
Resources (DHR) guidelines to maintain anonymity, while providing deeper analysis into
questions and statements by race and/or gender as recommended by the Office of Racial
Equity (ORE). This cross-cutting analysis allowed for a more disaggregated analysis and
nuance into disparities of experience.
Between demographics and reporting, an equity analysis requires an understanding of the
broader context of equity. Some examples include:

• People of color tend to under-report experiences of harm, microaggression or
harassment because they have been taught to expect less.

• White people are more likely to take offense to an incident and report concerns
to officials.
• While there are roughly even numbers of white people and people of color
at SFE, staff of color hold less positional power. This means in roles like
management, supervision, assessment there is more room for bias, and a
tendency towards dominant culture practices as the norm.
• The low numbers of people of color in higher ranking positions is itself an
indicator of structural racism in the department.

3

Response options included in the survey were: American Indian or Alaska Native; Asian; Black or African American;
Hispanic, Latino/a/X, or Spanish; Middle Eastern or Northern African; Native Hawaiian or Other Pacific Islander;
White; Prefer not to state

4

Response options included in the survey were: Genderqueer/Gender Non-Binary; Man; Trans Man; Trans Woman;
Woman; Prefer not to state; Gender not listed. I identify as: ___________________
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DEMOGRAPHICS
Survey Respondents
Eighty percent of staff (65 out of 81) completed the survey, including 32 staff of color,
29 white staff, and 4 who preferred not to state. The racial/ethnic composition of SFE in
December 31, 2021 was 39 staff of color and 42 white staff (not Hispanic, Latino/a/x, or
Spanish). Thirty-two respondents identified as women and 26 respondents identified
as men.
Twenty-six respondents held supervisory roles and 36 did not. In terms of tenure, at the
time of survey administration, 16 respondents were with SFE for less than 2 years, 19
respondents were 2-5 years, 11 respondents were 5-10 years, and 19 respondents were
with the department for more than 10 years.
Regarding training engagement, 97% of respondents completed DHR’s Implicit Bias
Training and 75% completed SFE’s Racial Equity Training conducted by Soko Made and
Sraddha Mehta.

FIGURE 1
Survey Respondent Demographics (n=65)
Race (BIPOC and White)
BIPOC

32

White

29

Gender
Woman
Man

32

26

Program Area
Outreach and Communications

16

Toxics Reduction and Healthy Ecosystems
Zero Waste

Climate and Systems

11
10

Under 10 respondents

Energy

Under 10 respondents

Administration

Under 10 respondents

Policy and Public Affairs

Under 10 respondents

Supervisor
Yes
No

29
36

SFE Racial Equity Data Report | Demographics

8

FIGURE 1 (CONTINUED)
Survey Respondent Demographics (n=65)
Length with SFE
Less than 2 years

16

2-5 years

19

5-10 years

11

More than 10 Years

19

Training Engagement
Did you complete DHR's Implicit Bias Training (either in-person or online)?
Yes
I don’t know

63
2

Have you completed SFE's Racial Equity Training (the training was conducted by Soko Made and Sraddha
Mehta to introduce the concept of why we lead with race, examples of how institutional racism might
manifest in government policies and programs, and how we can apply a racial equity tool to our work)?
Yes
No
I don’t know

49
6
10

Interview Participants
Ten interview participants were selected from the pool of survey respondents that
expressed interest in their survey response. To protect the anonymity of the interview
participants, their demographic information will not be shared.
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KEY FINDINGS

The Racial Equity Opportunity at SFE
Presence of Isms and Inequities

Respondents were asked to evaluate the frequency of 8 types of isms and inequities
present in the Department by marking one of the following options: (1) Never, (2) Once per
year, (3) A couple times per year, (4) Once per month, (5) More than once per month.

HOW TO INTERPRET THE DATA

TIP

Analysis for frequency scales will be reported in two ways:

• PRESENCE: aggregating all answer options excluding Never

• MOST FREQUENT: combining once per month and more than once per month

When looking at the presence of these isms and inequities, the top three most present
forms include: power imbalances (80%), tokenism (72%), and elitism (69%).
Additionally, power imbalances were rated as the most frequently present, with 42% of all
respondents identifying that it occurs once or more than once per month.

FIGURE 2
On average, how often do you identify these as present in the work environment?
Never

Once per year

A couple times per year

Power imbalances

20%

Tokenism

28%

Once per month
9%

29%

31%

12%

White fragility

32%

12%

Favoritism

32%

Patriarchy

49%

Witnessing microaggressions
Experiencing microaggressions

49%

28%
22%

18%

18%
20%

9%

8%

15%
15%

17%

32%
20%

9%

18%

9%

26%
9%

26%
14%

17%

31%

15%
35%

15%

22%

Elitism

More than once per month

8% 6%
6% 5%

When looking at race and gender, men of color consistently selected Never more than any
other groups across every item except experiencing microaggressions.
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POWER IMBALANCES

Eighty percent of all respondents marked power imbalances as present. When looking at
presence by race and gender, 93% of white men identified this as present, followed by 86%
of white women, 76% of women of color, and 67% of men of color respondents.
Under half of all respondents (42%) identified power imbalances occurring once or more
than once per month. When looking at frequency by race and gender, more women
identified power imbalances occurring once or more than once per month than men with
64% of white women and 35% of women of color marking once or more than once per
month compared to 25% of men of color and 21% of white men.
Additionally, about half of supervisors (52%) identified that power imbalances occur once
or more than once per month compared to one third of non-supervisors (33%).
From the interviews, the presence of power imbalances in the Department was most cited
in relation to the fact that senior leadership positions are held mostly by white people. At
the other end of the spectrum, temporary, intern, and lower classification positions are
predominantly held by people of color which several interviewees cited as being used
as the face of the Department, and to make the Department seem more diverse and
equitable than it is. Several respondents mentioned that people in these classifications lack
opportunities to be mentored and promoted to higher positions within the Department. It
was also mentioned that when people of color have less positional power, they have less
influence over the overarching culture of the department.
TOKENISM

About three quarters of all respondents (72%) identified tokenism as present in the
Department. When looking at the presence of tokenism by race and gender, there were
not many variations across white women, women of color, and white men with about 7179% of each group identifying this as present, whereas 58% of men of color respondents
identified this as present.
About one quarter of all respondents (23%) identified that tokenism occurs once or more
than once per month. When looking at frequency by race and gender, more women
identified tokenism occurring once or more than once per month than men with 36% of
white women and 18% of women of color marking once or more than once compared to
14% of white men and 8% of men of color.
ELITISM

Over two thirds of all respondents (69%) identified elitism as present. When looking
at presence by race and gender, women of color, white women, and white men were
consistent with 71% of each group identifying elitism as present compared to 58% of men
of color.
Of note, 83% of supervisors marked elitism as present compared to 58% of nonsupervisors.
Over one third of all respondents (35%) identified that elitism occurs once or more than
once per month. When looking at frequency by race and gender, 57% of white women
identified that elitism occurs one or more than once per month compared to 21-25% of
white men, women of color, and men of color.
Additionally, about half of supervisors (48%) identified that elitism occurs once or more
than once per month compared to a quarter of non-supervisors (25%).
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From the interviews, elitism was cited in terms of the favoring of certain educational
credentials over lived experience. Interviewees mentioned that some of the white men in
senior positions hold an attitude that they know everything. Elitism was also expressed in
microaggressions such as:

• Judging people’s individual choices or behaviors as not being environmental
enough or professional enough without regard for socio-economic barriers;
• Making generalizations about, or profiling whole neighborhoods

• Various terms signifying power and information-hoarding were used to describe
the culture of white men in senior positions.
WHITE FRAGILITY

Over two thirds of all respondents (68%) identified white fragility as present. When looking
at presence by race and gender, 86% of white women identified this as present, women of
color and white men rated consistently with 71% of each group marking white fragility as
present compared to 33% of men of color.
A quarter of all respondents identified that white fragility occurs once or more than once
per month. When looking at frequency by race and gender, white men, women of color,
and white women were fairly consistent with 21-29% of each group identifying white
fragility occurring once or more than once per month compared to 8% of men of color.
FAVORITISM

Over two thirds of all respondents (68%) identified favoritism as present. When looking at
presence by race and gender, women of color, white men, and white women were fairly
consistent with 71-79% of each group identifying favoritism as present compared to 58% of
men of color.
About a quarter of all respondents (23%) identified that favoritism occurs once or more
than once per month. When looking at frequency by race and gender, more women
identified favoritism occurring once or more than once per month than men with 36% of
white women and 24% of women of color marking once or more than once per month
compared to 17% of men of color and 14% of white men.
PATRIARCHY

Over half of all respondents (51%) identified patriarchy as present. When looking at
presence by race and gender, 79% of white women identified this as present. Women of
color and white men rated fairly consistently with 47-50% of each group marking patriarchy
as present compared to 17% of men of color.
Over a quarter of all respondents (26%) identified that patriarchy occurs once or more than
once per month. When looking at frequency by race and gender, more women identified
patriarchy occurring once or more than once per month than men with 50% of white
women and 29% of women of color marking once or more than once per month compared
to 7% of white men and no men of color.
From the interviews, patriarchy was cited as a power imbalance evident in women doing more
of the work and being overrepresented in tasks like taking notes and organizing events.
WITNESSING MICROAGGRESSIONS

About two thirds of all respondents (65%) witnessed microaggressions. When looking at
presence by race and gender, 79% of white women identified this as present, followed by
71% of women of color, 64% of white men, and 42% of men of color.
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About a seventh of all respondents (14%) witnessed microaggressions once or more than
once per month. When looking at frequency by race and gender, white women, white men,
and women of color were fairly consistent with 14-18% of each group having witnessed
microaggressions once or more than once per month compared to 8% of men of color.
EXPERIENCING MICROAGGRESSIONS

Over half of all respondents (51%) experienced microaggressions. When looking at
presence by race and gender, 59% of white women experienced microaggressions,
women of color and men of color rated consistently with 50% of each group having
experienced microaggressions compared to 36% of white men.
Over a tenth of all respondents (11%) experienced microaggressions once or more than
once per month. When looking at frequency by race and gender, more women experienced
microaggressions once or more than once per month than men with 14% of white women
and 12% of women of color, compared to 8% of men of color and no white men.

Presence of Racial Microaggressions

Respondents were asked to assess 7 statements adapted from the racial microaggressions
scale5 and mark True or False.

FIGURE 3
Please mark true or false to the following statements.
True
When I interact with authority figures in the workplace
they are usually of a different race.
Others assume that people of my racial background
would succeed in life if they simply worked harder.

False

52%

48%
28%

72%

Others prefer that I assimilate to the White Culture and
downplay my racial background.

14%

86%

Others assume that my work would be inferior to
people of other racial groups.

12%

88%

My contributions are sometimes dismissed or devalued
because of my racial background.

11%

89%

Others assume I will behave aggressively
because of my race.

11%

89%

My opinion is commonly overlooked in group discussions because of my race.

6%

94%

The first two statements represent key opportunities for investigation and structural
shifts in SFE:
Over half of all respondents (52%) marked true for the statement, “When I interact with
authority figures in the workplace they are usually of a different race.” When looking
at responses by race, six times the rate of staff of color (84%) marked true compared to
14% of white staff.
5

See S.R. Torres-Harding, A.L. Andrade Jr., and C.E. Romero Diaz (2012), The Racial Microaggressions Scale (RMAS):
A New Scale to Measure Experiences of Racial Microaggressions in People of Color, for the full article.
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Over a quarter of all respondents (28%) marked true for the statement, “Others assume
that people of my racial background would succeed in life if they simply worked
harder.” When looking at responses by race, over four times the rate of staff of color (44%)
marked true compared to 10% of white staff.
About a seventh of all respondents (14%) marked true for the statement, “Others prefer
that I assimilate to the White Culture and downplay my racial background.” When
looking at responses by race, no white staff marked true for this statement.
About an eighth of all respondents (12%) marked true for the statement, “Others assume
that my work would be inferior to people of other racial groups.” When looking at
responses by race, 19% of staff of color marked true compared to 4% of white staff.
Over a tenth of all respondents (11%) marked true for the statement, “My contributions are
sometimes dismissed or devalued because of my racial background.” When looking at
responses by race, 16% of staff of color marked true compared to 4% of white staff.
Over a tenth of all respondents (11%) marked true for the statement, “Others assume I will
behave aggressively because of my race.” When looking at responses by race, 13% of
staff of color marked true compared to 7% of white staff.
Six percent of all respondents marked true for the statement, “My opinion is commonly
overlooked in group discussions because of my race.” When looking at responses by
race, no white staff marked true for this statement.

Presence of Everyday Discrimination

Respondents were asked to assess 8 statements adapted from the everyday discrimination
scale6 by marking one of the following options: (1) Never, (2) Once per year, (3) A couple
times per year, (4) Once per month, (5) More than once per month.

HOW TO INTERPRET THE DATA

TIP

Analysis for frequency scales will be reported in two ways:

• PRESENCE: aggregating all answer options excluding Never

• MOST FREQUENT: combining once per month and more than once per month

When looking at presence, the top three most present forms of everyday discrimination
tied with about half of all respondents (45%) marking the following as present: (1) being
treated with less courtesy than other people, (2) being treated with less respect than other
people, and (3) people acting as if they are better than them.
When looking at presence, the top three most present forms of everyday discrimination
tied with about half of all respondents (45%) marking the following as present: (1) being
treated with less courtesy than other people, (2) being treated with less respect than other
people, and (3) people acting as if they are better than them.

6

See D. R. Williams, (2020), Everyday Discrimination Scale, for the full resource.
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FIGURE 4
In your day-to-day work experiences, how often do any of the following things
happen to you?
Never

Once per year

A couple times per year

Once per month

More than once per month

You are treated with less courtesy than other people are.

55%

15%

You are treated with less respect than other people are.

55%

15%

People act as if they're better than you are.

55%

12%

People act as if they think you are not smart.

69%

22%
15%

You are called names or insulted.

80%

14%

People act as if they are afraid of you.

82%

6% 9%

People act as if they think you
are dishonest.
You are threatened or harassed.

86%
88%

3%

8% 6%
5%

2%

6%

5% 6%
9%

11%

18%
17%

8%

6% 2%

2%

3%
2%

3%

About half of all respondents (45%) identified that this statement happens to them,
“You are treated with less courtesy than other people are.” When looking at presence
by race and gender, more women identified this happening than men with 64% of white
women and 41% of women of color identifying this as present compared to 36% of white
men and 25% of men of color. Under a tenth of all respondents (8%) reported experiencing
this once or more than once per month.
About half of all respondents (45%) identified that this statement happens to them,
“You are treated with less respect than other people are.” When looking at presence
by race and gender, more women identified this happening than men with 64% of white
women and 41% of women of color identifying this as present compared to 36% of
white men and 25% of men of color. About a seventh of all respondents (14%) reported
experiencing this once or more than once per month.
About half of all respondents (45%) identified that this statement happens to them,
“People act as if they’re better than you are.” When looking at presence by race and
gender, 57% of white women identified this happening. Women of color and men of color
rated fairly consistently with 41-42% of each group experiencing this compared to 36% of
white men. About a seventh of all respondents (14%) reported experiencing this once or
more than once per month.
Nearly a third of all respondents (31%) identified that this statement happens to them,
“People act as if they think you are not smart.” When looking at presence by race and
gender, more women identified this happening than men with 57% of white women and
29% of women of color identifying this as present compared to 14% of white men and 8%
of men of color. Six percent of all respondents reported experiencing this once or more
than once per month.
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A fifth of all respondents (20%) identified that this statement happens to them, “You are
called names or insulted.” When looking at presence by race and gender, 24% of women
of color identified this happening. White women and white men rated consistently with
21% of each group experiencing this compared to 8% of men of color. No one reported
experiencing this once or more than once per month.
About a fifth of all respondents (18%) identified that this statement happens to them,
“People act as if they are afraid of you.” When looking at presence by race and gender,
43% of white men identified this happening. Women of color and white women rated fairly
consistently with 12-14% of each group experiencing this compared to 8% of men of color.
Three percent of all respondents reported experiencing this once per month.
A seventh of all respondents (14%) identified that this statement happens to them, “People
act as if they think you are dishonest.” There were not many variations by race and gender.
Three percent of all respondents reported experiencing this once or more than once per month.
About an eighth of all respondents (12%) identified that this statement happens to them,
“You are threatened or harassed.” When looking at presence by race and gender, 21%
of white women identified this happening. Women of color and white men rated fairly
consistently with 12-14% of each group experiencing this compared to no men of color. No
one reported experiencing this once or more than once per month.
Of the 46 respondents that experienced at least one of the eight everyday discrimination
statements, the top three identities that this group attributed to their experience were (1)
gender identity (48%), (2) age (46%), and (3) race/ethnicity (24%).

FIGURE 5
If you responded with anything other than Never for the question above, would
you attribute your experience to any of the following aspects of identity? (n=46)
Gender identity

48%

Age

46%

Race/ethnicity

24%

Sex/sexual orientation

17%

Height, weight

17%

Social class

15%

Disability

7%

Nation of origin

7%

Marital status

4%

Political orientation
Religion
I prefer not to answer

4%
2%
22%
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Feedback on SFE Response to Racial Inequity
Respondents were asked to assess their safety and comfort elevating issues pertaining
to racial inequities to 6 different types of roles. They first responded to this question as it
applied to SFE’s internal culture, policies and practices, then responded to it as it applied
to SFE’s external offerings.
Most respondents felt safe and comfortable elevating issues to specific colleagues within
SFE for both internal culture, policies and practices (89%) and external offerings (86%).

FIGURE 6
I feel safe and comfortable elevating issues pertaining to racial inequities
as they apply to…
Internal culture, policies and
practices within SFE
Specific colleagues within SFE

89%

My direct supervisor

54%

40%

43%

N/A

42%
31%

Another Program Manager
None of the above

82%

48%

SFE Leadership
SFE’s DHR consultant

86%

74%

My Program Manager
Specific colleagues in other City Departments

External offerings

N/A

25%
6%

34%
5%

Note: N/A indicates that the response option was not offered in the survey question.

When looking at internal culture policies and practices by race and gender, more white
men felt safe and comfortable elevating issues pertaining to racial inequities to each
type of person listed compared to any other race and gender group. There were notable
differences when results were disaggregated by race alone, as well as when the results
were analyzed with race combined with gender for elevating issues to each type of person.
In general, white people and white men in specific experience more comfort in elevating
issues pertaining to racial inequalities to those in positional power.

• Eighty-six percent of white men reported feeling safe and comfortable elevating
issues to their Direct Supervisor compared to 79% of white women, 75% of
men of color, and 71% of women of color.

• About twice the rate of white staff (62%) reported feeling safe and comfortable
elevating issues to their Program Manager compared to staff of color (34%).

• Almost triple the rate of white men (71%) reported feeling safe and comfortable
elevating issues to SFE Leadership compared to men of color (25%). Less women
of color (29%) marked SFE Leadership compared to white women (43%).

• Over half of white men (57%) reported feeling safe and comfortable elevating
issues to SFE’s DHR Consultant compared to 29% of white women and
25% of men of color. Only 12% of women of color reported feeling safe and
comfortable elevating issues to SFE’s DHR Consultant.
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• Over half of white men (57%) reported feeling safe and comfortable elevating
issues to another Program Manager compared to 36% of white women.
Only 12% of women of color and no men of color reported feeling safe and
comfortable elevating issues to another Program Manager.
When looking at external offerings by race and gender, again, more white men felt safe
and comfortable elevating issues pertaining to racial inequities to almost every type of
person listed compared to any other race and gender group. Similarly, there were notable
differences by race/race and gender for elevating issues to each type of person.

• Over thirteen times the rate of white staff (93%) reported feeling safe and
comfortable elevating issues to their Direct Supervisor compared to 7%
percent of staff of color.

• Almost three quarters of white women (71%) reported feeling safe and
comfortable elevating issues to their Program Manager compared to 64% of
white men, 50% of men of color, and 35% of women of color.

• About twice the rate of white staff (59%) reported feeling safe and comfortable
elevating issues to SFE Leadership compared to staff of color (34%).

• Over double the rate of white men (64%) felt safe and comfortable elevating
issues to Specific Colleagues in Other City Departments compared to women
of color (29%). Men of color (42%) and white women (36%) were fairly consistent
in their ratings.
• Almost triple the rate of white staff (55%) felt safe and comfortable elevating
issues to another Program Manager compared to staff of color (19%).

When asked about taking action in response to witnessing or experiencing
microaggressions in the work environment, of the 42 respondents that witnessed
microaggressions in the work environment, 48% (20) of them took action. Comparably, of
the 33 respondents that experienced microaggressions in the work environment, 40% (13)
of them took action.
In total, 26 unique respondents reported taking action in response to witnessing or
experiencing microaggressions. The top three actions this group took included (1)
addressing the issue with the person directly (65%), (2) seeking comfort/allyship with a
trusted colleague (39%), and (3) informing or reporting to a supervisor (31%). Only 12% of
respondents who took action informed or reported to SFE’s DHR Consultant.
Furthermore, when asked if their action effectively resolved the issue, the group was about
evenly split between yes (35%) and no (39%). The rest of the group were not sure (12%), felt
that their action did not address the root cause (8%), or skipped the question.
To gauge staff perception on their experience of the Department in response to
microaggressions, bias, racism, and general workplace issues, respondents were asked
to evaluate statements by marking one of the following options: (1) Strongly Disagree, (2)
Disagree, (3) Somewhat Disagree, (4) Neutral or Not Applicable7, (5) Somewhat Agree, (6)
Agree, and (7) Strongly Agree.

7

For scales that include the Neutral or Not Applicable response option, we use counts to report this analysis as we
cannot discern which respondents intended to select “Not Applicable”. Be the Change recommends SF Environment
correct this oversight in future surveys by including Neutral and Not Applicable as two separate response options.
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TIP

HOW TO INTERPRET THE DATA
Analysis for frequency scales will be reported in two ways:

• AGREEMENT: aggregating strongly agree and agree

• DISAGREEMENT: aggregating strongly disagree and disagree

Fourteen respondents marked strongly agree or agree compared to 3 who marked
strongly disagree or disagree for the statement, “When I have spoken with leadership
about issues regarding microaggressions, bias, and or racism my concerns were taken
seriously.” When looking at agreement by race, 9 white respondents marked strongly
agree or agree compared to 5 respondents of color.
Seven respondents marked strongly agree or agree compared to 3 who marked strongly
disagree or disagree for the statement, “When I have spoken with leadership about
issues regarding microaggressions, bias, and or racism in the workplace action was
taken.” There were not many variations by race.
Eighteen respondents marked strongly agree or agree compared to 3 who marked
strongly disagree or disagree for the statement, “SFE provides support for resolving
workplace issues involving institutional racism.” When looking at agreement by
gender, almost three times as many men (13) marked strongly agree or agree compared to
women (5).

SFE Racial Equity Data Report | Key Findings

20

Barriers to Racial Equity
When asked for examples of barriers to transformative change in the current organizational
cultures or internal practices, the following themes surfaced:

• Lack of diversity in staff and opportunities for advancement (16 respondents)
• Lack of funding and resources for this work (15)

• Lack of transparency, communication, and safety (11)

• Defensiveness/shaming and lack of change to feedback (8)

• Management, senior leadership, and certain individuals and departments
at SFE don’t see the value of equity (8)

• Lack of lived experience in SFE leadership (8)

• Lack of training from trauma informed trainers (3)

Recruitment, Hiring, Retention, and Advancement

From the interviews, several participants expressed a desire for more transparency around
the hiring protocol: making sure the process is equitable and that a real effort is made to
recruit and promote BIPOC candidates.

• Concerns were shared about the speed of some hiring processes which may not
reach wide audiences for applicants and not allow thoughtful implementation
racial equity practices .
• Perceptions were shared that white staff have advanced at the Department
due to personal relationships, when there were staff of color who were more
qualified. There were also mentions of instances where staff of color were
primed for advancement without being promoted.

To gauge perceptions around retention and compensation, respondents were asked to
evaluate statements by marking one of the following options: (1) Strongly Disagree, (2)
Disagree, (3) Somewhat Disagree, (4) Neutral, (5) Somewhat Agree, (6) Agree, and (7)
Strongly Agree.

TIP

HOW TO INTERPRET THE DATA
Analysis for agreement scales will be reported in two ways:

• AGREEMENT: aggregating strongly agree and agree

• DISAGREEMENT: aggregating strongly disagree and disagree

A little over a quarter of all respondents (28%) marked strongly agree or agree compared
to 34% who marked strongly disagree or disagree for the statement, “I feel that I am
being fairly compensated for the work that I am performing and this is reflected in
my current salary.” When looking at agreement by race and gender, 36% of white women
and men marked strongly agree or agree compared to 25% of men of color and 12% of
women of color.
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When looking at disagreement by race and gender, 41% of women of color marked
strongly disagree or disagree. White women and men rated consistently with 36% of each
group marking strongly disagree or disagree compared to 17% of men of color.
The following questions and statements explored perceptions around promotion and
advancement at SFE.
About half of all respondents responded Yes (49%) compared to about a third who said No
(29%) to the question, “When there are promotional opportunities at SFE, do you feel
all staff regardless of race have equal opportunity?” When looking at responses across
demographics, there were some notable differences. More men said yes compared to
women with 71% of white men and 67% of men of color compared to 43% of white women
and 29% of women of color. About twice the rate supervisors (66%) marked yes compared
to non-supervisors (36%).
Over a third of all respondents (23)8 marked strongly agree or agree compared to 4
respondents who strongly disagreed or disagreed for the statement, “I have been
provided the institutional knowledge, resources and skills I need to obtain a higher
position.” When looking at agreement by race and gender, twice the amount of men
of color (8) marked strongly agree or agree compared to women of color (4) and white
men (3). Six white women marked strongly agree or agree. Of those that marked strongly
disagree or disagree (4), most were women (3).
Over a third of all respondents (25) marked strongly agree or agree compared to
9 respondents who marked strongly disagree or disagree for the statement, “I am
encouraged by leadership to apply my skills to obtain a higher position.” When looking
at agreement by race and gender, four times the amount of white women (8) marked
strongly agree or agree compared to white men (2). More men of color (7) marked strongly
agree or agree than women of color (5). Of those that marked strongly disagree or disagree
(9), one third of them were women of color (3) and a third of them were white men (3).

Defensiveness to Feedback

A little over half of all respondents (52%) marked strongly agree or agree compared to
6% who marked strongly disagree or disagree for the statement, “My feedback and
suggestions are taken into consideration.” When looking at agreement by race and
gender, 64% of white women marked strongly agree or agree. Women of color and white
men rated fairly consistently with 53-57% of each group marking strongly agree or agree
compared to 42% of men of color.
From the interviews, there were mentions that the white people in senior leadership
positions lack awareness and knowledge of inequities, are not attuned to their
constituencies, and demonstrate defensiveness or dismissiveness around racial equity
issues. Additionally, interviewees mentioned that senior leadership hold a limiting attitude
and fixed mindset toward legacy and tradition rather than an openness to new or different
ways of doing things.

8

For scales that include the Neutral or Not Applicable response option, we use counts to report this analysis as we
cannot discern which respondents intended to select “Not Applicable”.
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Advancing Racial Equity at the Department
Individual and Program Area Involvement

Over half of all respondents (54%) marked strongly agree or agree for the statement,
“I am actively involved in addressing racial disparities through my work.” When
looking at agreement by race and gender, about double the rate of women of color (65%)
marked strongly agree or agree compared to white women (36%). Men of color (58%) and
white men (50%) rated fairly consistently for this statement.
About one third of all respondents (22)9 marked strongly agree or agree for the statement,
“I am satisfied with my current level of involvement in addressing racial inequities.”
When looking at agreement by race and gender, more than double the amount of women
of color (8) marked strongly agree or agree compared to 3 men of color and 3 white
women. Six white men marked strongly agree or agree.
When asked, how respondents are operationalizing racial equity in their program area,
the following themes surfaced:

• Utilizing assessment tools/equity scans (25 respondents)
• Engaging marginalized public (21)

• Having team conversations and trainings (17)

• Incorporating racial equity into team goals and policies (12)
• I don’t know/We are not doing this (8)
• We hire and train diverse staff (2)

When looking at these themes by program area, the top two actions each team reported
include:
ZERO WASTE

• Utilizing assessment tools/equity scans (80% of zero waste respondents)

• Engaging marginalized public, having team conversations, and incorporating
racial equity into team goals and policies (30% of zero waste respondents)
TOXICS REDUCTION AND HEALTHY ECOSYSTEMS

• Engaging marginalized public (64% of toxics respondents)

• Utilizing assessment tools/equity scans (37% of toxics respondents)
OUTREACH AND COMMUNICATIONS

• Engaging marginalized public (40% of outreach respondents)

• Utilizing assessment tools/equity scans, having team conversations (33% of
outreach respondents)
ENERGY

• Utilizing assessment tools/equity scans (40% of energy respondents)
• Engaging marginalized public (40% of energy respondents)

9

For scales that include the Neutral or Not Applicable response option, we use counts to report this analysis as we
cannot discern which respondents intended to select “Not Applicable”.
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CLIMATE AND SYSTEMS

• Utilizing assessment tools/equity scans, having team conversations and trainings
(50% of climate respondents)
• Incorporating racial equity into team goals and policies (38% of climate
respondents)

ADMINISTRATION

• Incorporating racial equity into team goals and policies (40% of administration
respondents)
• Having team conversations (40% of administration respondents)

From the interviews, interviewees revealed that there are different needs in terms of
motivation and feelings of success. The need to celebrate small wins was expressed as was
a need for data, or evidence-backing to know that their efforts have an actual impact on
racial equity.

Staff Perceptions of SFE’s Commitment to Racial Equity

Over a third of all respondents (28)10 marked strongly agree or agree for the statement,
“I feel that addressing racial inequities is a priority for SFE.” When looking at
agreement by race and gender, double the amount of white men marked strongly agree
or agree (10) compared to 6 women of color, 5 men of color, and 5 white women.
Over half of all respondents (51%) marked strongly agree or agree for the statement,
“I believe SFE is changing its practices to better address institutional racism in its
external facing policies and procedures.” When looking at agreement by race and
gender, more than double the rate of white men (86%) marked strongly agree or agree
compared to women of color (47%), white women (43%), and men of color (42%).
Compared to 20% of all respondents that marked strongly agree or agree to the 2019
survey statement, “SF Environment’s external-facing policies and procedures (those
that impact the general public and other stakeholders) consider and address
institutional racism,” respondents in the 2021 survey generally reported more agreement
and considerably less disagreement with only 2% of all respondents marking disagree
compared to 20% who marked strongly disagree or disagree in 2019.
About one sixth of all respondents (11)11 marked strongly agree or agree for the statement,
“SFE hires contractors that are sensitive to issues of racial and social equity.” There
were not many variations by race and gender.
About one third of all respondents (22) marked strongly agree or agree for the statement,
“SFE seeks input on decision making from communities of color.” When looking at
agreement by race and gender, double the amount of white men (8) marked strongly agree
or agree compared to 4 men of color and 4 women of color. Five white women marked
strongly agree or agree. When looking at disagreement by race, of the 5 respondents that
strongly disagreed and disagreed, 4 of them were staff of color.
Almost one third of all respondents (19) marked strongly agree or agree for the statement,
“SFE puts racial equity at the forefront of its decision-making.” processes. When
10

For scales that include the Neutral or Not Applicable response option, we use counts to report this analysis as we
cannot discern which respondents intended to select “Not Applicable”.

11

For scales that include the Neutral or Not Applicable response option, we use counts to report this analysis as we
cannot discern which respondents intended to select “Not Applicable”.

SFE Racial Equity Data Report | Key Findings

24

looking at agreement by race, double the amount of white staff (12) marked strongly agree
or agree compared to 6 staff of color. Double the amount of staff who have been with
SFE for 5-10 years (6) strongly agreed or agreed compared to 3 staff who have been with
Department for 2-5 years. Of the 6 respondents that marked strongly disagree or disagree,
all of them were women.
From the interviews, interviewees overwhelmingly felt that racial equity work isn’t fully
supported, championed and structured by leadership. Interviewees shared that staff often
think about racial equity work in discrete chunks of time rather than as an ongoing effort
that needs to be operationalized. Several mentioned that the burden falls on a handful of
staff of color to do the equity work rather than it being the work of everyone.
Half of the interviewees specifically mentioned admiring and appreciating the efforts of
the two women of color leads of their internal Racial Equity Committee. At the same time,
these same individuals expressed concern that too much of the work has fallen on the
shoulders of these two women and that this is additional work they are doing on top of
their primary job duties.
There is an opportunity to sharpen what the department wants to change, the rationale for
this, the strategies that will be used and how efforts will be assessed.

Effectiveness of Current Racial Equity Work

A little over a quarter of all respondents (26%) marked strongly agree or agree for the
statement, “I feel that SFE’s current internal-facing equity work is effective in creating
observable positive changes towards racial equity in the workplace.” When looking
at agreement by race and gender, more than double the rate of white men (43%) marked
strongly agree or agree compared 25% of men of color, 18% of women of color, and 7% of
white women.
About a third of all respondents (34%) marked strongly agree or agree for the statement,
“I feel that SFE’s current external-facing equity work is effective in creating observable
positive changes towards creating racial equity in the communities it serves.” When
looking at agreement by race and gender, more than double the rate of white men (50%)
marked strongly agree or agree compared to 24% of women of color and 17% of men of
color. 36% of white women marked strongly agree or agree.
Respondents were asked to evaluate the effectiveness of 3 types of activities by marking
one of the following options: 1 = Not Effective at All, 2, 3, 4, 5 = Extremely Effective, and I
have not experienced it at all.

TIP

HOW TO INTERPRET THE DATA
Analysis for effectiveness scales will be reported in the following ways:

• Respondents who mark “I have not experienced this activity” will not be included
in the analysis.

• EFFECTIVENESS: aggregating 4 and 5 = extremely effective

• INEFFECTIVENESS: aggregating 1 = not effective at all and 2
About two thirds of all respondents (63%) marked a 4 or a 5 on the effectiveness of the
racial equity tools, compared to 53% for trainings, and 45% for conversations at team
meetings.
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In terms of ineffectiveness, under a quarter of all respondents (23%) marked a 1 or a 2 on
the effectiveness of conversations at team meetings, compared to 10% for trainings, and
3% for racial equity tools.

FIGURE 7
How would you rate the effectiveness of the following activities SFE is taking?
1 = Not Effective

2

3
2%

Trainings

3%

Racial equity tools
Conversations at team meetings

8%

5%

18%

4
37%
33%
37%

5 = Extremely Effective
38%

15%

40%
28%

23%
17%

When looking at the effectiveness of racial equity tools by race and gender, more white
men (85%) and women (62%) marked a 4 or 5 compared to women of color (50%) and men
of color (46%).
From the interviews, it was mentioned that the things that have become standard as a
result of their equity committee are: a racial equity statement that is used for interviews;
asking about equity awareness in job interviews; a racial equity scan or rubric that is used
to vet projects. There was also a questioning around the consistency with which the above
tools were being implemented.
When looking at the effectiveness of trainings by race and gender, more than triple the
rate of white men (71%) and women (69%) marked a 4 or 5 compared to women of color
(20%). Half of men of color marked a 4 or 5. Of the 6 respondents that marked a 1 or 2 on
effectiveness, most of the respondents were staff of color (5 out of 6).
From the interviews, it was mentioned that the equity trainings staff have received thus
far have been useful for opening dialogue. Interviewees also shared that there have
been a robust effort in data collection, ideation, and strategizing and that they hope the
Department can move towards concrete actions and operational change.
When looking at the effectiveness of conversations at team meetings by race, more
white staff (48%) marked a 4 or 5 compared to staff of color (37%). Of the 14 respondents
that marked a 1 or 2 on effectiveness, more than half of the respondents were staff of color
(8 out of 14).
From the interviews, participants noted that there has been varied consistency in
implementation with the ask from leadership to include racial equity as a regular agenda
item at every meeting. Interviewees mentioned the protocol being unevenly utilized, some
program areas not quite knowing what to do, and the need for more tools to support these
conversations.
Interviewees also noted differences in fluency around equity issues among senior
leadership, where some staff members are more comfortable and versed than others.
In another example, a lunch time discussion group was started, but was eventually
discontinued.
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These anecdotes reveal an opportunity to build the capacity, tools, and language of SFE
leadership and staff around holding racial equity conversations.
When asked for other examples where respondents see racial equity work being
effective at SFE, the following themes surfaced:

• Equity scans/equity tools (16 respondents)

• Company communication and activities supporting equity (13)

• Outreach initiatives that create equitable access to programs (7)
• Partnerships with external organizations (5)
• Restructuring hiring/recruitment (5)

When asked for other examples where respondents see racial equity work being
ineffective at SFE, the following themes surfaced:

• There aren’t other examples of ineffective racial equity work (16 respondents)
• Colleagues think equity work is a waste of time/just a checkbox (9)

• Women who have not been with SFE long (under a year) noted that racial
equity work can seem ineffective/ a waste of time because only White
people are in leadership positions and are able to make policy changes.
• White men and white women who have been at SFE significantly longer
say racial equity work can feel forced.

• Hiring - decision makers/leaders not diverse enough (9)
• Lack of resources (8)

• Equity scans/equity tools (5)

• Little connection or understanding of the communities served (5)
• Too many/too complicated equity action plan (4)
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RECOMMENDATIONS

Tools
Respondents were asked to select racial equity tools which would help address racial
inequities through work.
The top three tools that respondents selected were (1) more time and resources (60%), (2)
more information/training (51%), and (3) greater management/supervisory support (42%).

FIGURE 8
The following racial equity tools would help me address racial inequities through
my work:
60%

More time and resources
51%

More information / training
42%

Greater management / supervisory support
35%

Workplace Coaching
Work is included in the Performance Plan
and Appraisal Review (PPAR)

26%

When looking at tools by race, over half of staff of color (53%) selected greater
management/supervisory support compared to white staff (31%). There were no other
variations by race.
When also asked if certain measures would increase involvement in racial equity work
in the 2019 survey, respondents rated fairly consistently compared to respondents in
2021 with 59% marking more time and resources. There was a minor difference in that
respondents in 2019 rated greater management/supervisory support higher (56%) and
more information/training lower (46%) compared to respondents in 2021. There was more
difference by race and supervisory status in the 2019 survey.
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Activities
SFE has many bright spots to celebrate and evolve the next iteration of the Racial Equity
Plan from. Recommendations solicited through the survey are below, followed by
additional recommendations from Be the Change Consulting.
When asked what SFE should do more of, the following themes surfaced:

• Engage and support the diverse community SFE serves (12 respondents)
• Build trainings into work time for all at SFE (12)

• Celebrate diversity w/ colleague engagement (12)

• Engage and support the diverse community SFE serves (12)
• Operationalize racial equity (11)

• Advocate for funding and resources to support this work (7)
• Hire diversely (7)

• Listen to and make decisions with marginalized colleagues (4)
• Keep using assessment tools (4)

When asked what SFE should do less of, the following themes surfaced:

• Time consuming and ineffective events (11 respondents)
• Approaches that aren’t evidence based (7)
• Putting this work on a few staff of color (7)

• Large group discussion and discouragement of different opinions (7)
• Policy creation that disenfranchises (5)
• Bragging when it’s not earned (3)

The following suggestions emerged from Be the Change Consulting’s synthesis of survey
and interview data.
DEVELOP A CLEAR EQUITY STRATEGY & ROADMAP

• Articulate a clear racial equity priority plan including the objective, rationale,
proposed activities, and assessment measures. This will support those who
are seeking evidence-based practice or clarity about the theory of change to
understand the rationale and strategic thinking that supports this work.
• Educate all staff about the historic systemic/structural racist practices that
created the current conditions, so that the equity work is integrated into
environmentalism efforts. Keeping the equity initiatives separate from the
mission of the department creates confusion for some.

• Hire a dedicated racial equity director to hold and guide the work, so that the
work is well structured and resourced.
• Develop clear goals for each program team, and accountability metrics to
support measurement, acknowledge progress, and celebrate wins.
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CONSIDER ORGANIZATIONAL STRUCTURES THAT WILL SUPPORT ADVANCEMENT
OF PEOPLE OF COLOR

• Create more “scaffolded” positions between current roles, to support BIPOC
folks to experience growth and progress.

• Reclassify positions and look at what skills are really necessary for a position especially those that have historically been held by white people.
• Focus energy on retention - develop and promote staff members that are
already in the department.

• Hold a quarterly staffing meeting to assess promising candidates and identify
strategies and opportunities to deepen their skill sets, or provide mentorship.

• Create structures such as working committees to bring people from various
positions together into project-based, time-bound working groups. This will
allow those who are siloed into job functions opportunities for exposure to other
parts of the department, and build their relationships with those in positional
power outside of their own department.

• Engage civil rights and community organizations representing underrepresentative communities who can both publicize and promote the availability
of job opportunities. (This suggestion is recommendation 11.1 of the Gould
Report)
• Continue to monitor and report on an annual basis the effects of deidentification on the hiring process and reevaluate it so as to determine its
efficacy, if any. (This suggestion is recommendation 11.2 of the Gould Report)
DEVELOP AN EQUITY LEARNING AGENDA

• Hold learning circles with clear guidelines for participation and expert
facilitation during work-hours (not during lunchtime)

• Hire external facilitators to support teams to integrate equity tools into ongoing meetings. There is enough evidence from the 2021 survey that tools
without facilitation support will not result in even implementation across the
department.
• Build capacity for staff members to facilitate racial equity conversations.
Consider an equity facilitation training series.
• Embed racial equity conversations during work hours, so that staff are
compensated for their time engaging in this work.

• Hold senior leadership accountable to engage in relationship building with
BIPOC communities and learn the history of how environmental racism has
impacted specific neighborhoods like Bayview-Hunters Point (ex: redlining).
• Provide legal counsel for when legal racism is a barrier. For example, due
to Proposition 209, staff have experienced barriers in targeting services or
resources to address racial disparities.

• Develop a learning library of tools, videos, recommended reading and training
providers for those who want to learn on their own time. It is often the case that
lack of pre-existing knowledge or worry about learning in front of colleagues
can impact how open one is to learning, asking questions, or making mistakes
when with team members.
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• Provide trainings and discussions within racial affinity groups so that staff
experience the psychological safety of affinity, as well as have opportunities
to process learnings/reflections within race-specific communities.  Likely these
groups would need to be white allies and BIPOC, as the number of people of
color are not evenly distributed within BIPOC groups.

• Some training topics SFE could consider include:
•
•
•
•
•
•

Understanding Privilege
Naming and Interrupting Exclusionary Behaviors (Microaggressions)
Holding and Sharing Space in Meeting Facilitation
Fundamentals of Becoming an Antiracist Organization
Culturally Responsive Supervision
3 Ps of Antiracist Employee Development: Performance Improvement
Plans, Performance Reviews, and Promotions

CLARIFY STRATEGIES FOR EQUITABLE HIRING AND PROMOTIONS

• Share explicitly the protocols SFE will use to increase diversity through the
hiring process.

• Eliminate outdated requirements that could limit the pool of applicants, such as
the driver’s license requirement.
• Survey interviewees (who both did and did not get the job) about their
experience with SFE’s interview process to understand where the interview
process might have structural bias designed into the protocols, and re-design
the process.
STRENGTHEN THE STRUCTURES TO PREVENT ISMS AND DISCRIMINATION

• Educate all staff on the protocols to report a grievance, complaint, or any form
of workplace bias, discrimination, or harassment.

• Teach staff how to interrupt or report a microaggression when witnessed,
whether they are centrally involved or not. There is evidence that people within
the department are witnessing microaggressions but not taking action.
• Strengthen the follow up on any incidents reported on, to track the specific
incident, intervention, and result.

SFE Racial Equity Data Report | Recommendations

32

CONCLUSION

CONCLUSION
The San Francisco Department of the Environment has the intrinsic motivation and support
for equity work within the dedicated staff who work there. The overwhelming majority
of employees see the value, need, and purpose in pursuing an equity agenda. This is an
important building block for the department to build upon. The activities of the RESCU
team and the staff assigned to move equity initiatives forward have been well received.
There is an opportunity to add more structural precision to the efforts of the department.
Clarifying the strategic priorities, and demonstrating how the equity priorities are
connected to the mission and core purpose of the department of the environment is a first
step. Team members may not all agree with the strategies chosen, but understanding the
action steps and the ways they will be assessed can go a long way to socializing various
team members on the approach the department chooses to take. Equity work is broad - it
requires deep investigation of mindsets, systems, and culture. There is no one right path
forward. The department will need to reflect on the data uncovered in this survey, assess
the points that seem most salient, and choose what to prioritize.
We see many opportunities for the SFE to advance its racial justice agenda, leaning into the
existing motivation, enthusiasm and skills of the department.
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APPENDICES

APPENDIX A
SURVEY TOOL

SFE 2021 Racial Equity Staﬀ Survey
Demographic Information
Demographic data is collected to provide a summary of the diversity of employees
who participated in the survey and will allow us to conduct a more in-depth
analysis of the survey questions, including a comparison of results for those who
represent diﬀerent demographic categories and/or supervisory status. Remember
your responses will not be linked to your identity.

* 1. What is your race and ethnicity?
(Select all that apply)
Examples of race and ethnicity categories.
American Indian or Alaska Native
Asian
Black or African American
Hispanic, Latino/a/X, or Spanish
Middle Eastern or Northern African
Native Hawaiian or Other Paciﬁc Islander
White
Prefer not to state

* 2. Do you identify as having a disability?
Yes
No
Prefer not to state

1
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* 3. What is your gender?
(Select all that apply)
Genderqueer/Gender Non-Binary
Man
Trans Man
Trans Woman
Woman
Prefer not to state
Gender not listed. I identify as:

* 4. Which program area do you belong to?
(Note: this information will be aggregated and summarized by SFE’s consultant,
BTCC, without identifying individuals.)
Administration
Climate and Systems
Outreach and Communications
Energy
Policy and Public Aﬀairs
Toxics Reduction and Healthy Ecosystems
Zero Waste
Prefer not to state

* 5. Do you supervise staﬀ?
Yes
No

2
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* 6. I have been with the SF Environment for:
Under 1 year
1-2 years
2-5 years
5-10 years
More than 10 Years

* 7. When there are promotional opportunities at SFE, do you feel all staﬀ
regardless of race have equal opportunity?
Yes
No
I don’t know

* 8. Did you complete DHR’s Implicit Bias Training (either in-person or online)?

Yes
No
I don’t know

* 9. Have you completed SFE’s Racial Equity Training (the training was conducted
by Soko Made and Sraddha Mehta to introduce the concept of why we lead with
race, examples of how institutional racism might manifest in government policies
and programs, and how we can apply a racial equity tool to our work)?
Yes
No
I don’t know

3
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SFE 2021 Racial Equity Staﬀ Survey
* 10. Please rate each of the statements below on a scale from Strongly Disagree
to Strongly Agree.
Strongly
Somewhat
Somewhat
Strongly
Disagree Disagree Disagree Neutral Agree
Agree Agree

I think it is valuable for SFE to discuss
the impacts of race and strive for
equity in our internal and external
practices.
I believe SFE is changing its practices
to better address institutional racism
in its external facing policies and
procedures.
I feel that SFE’s current internalfacing equity work is eﬀective in
creating observable positive changes
towards racial equity in the
workplace.
I feel that SFE’s current externalfacing equity work is eﬀective in
creating observable positive changes
towards creating racial equity in the
communities it serves.
I am actively involved in addressing
racial disparities through my work.
I feel that I am being fairly
compensated for the work that I am
performing and this is reﬂected in my
current salary.
My feedback and suggestions are
taken into consideration.

4
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* 11. I feel safe and comfortable elevating issues pertaining to racial inequities as
they apply to the internal culture, policies and practices within SFE, with:
(Select all that apply)
Speciﬁc colleagues within SFE
SFE’s DHR consultant
SFE Leadership
My direct supervisor
My Program Manager
Another Program Manager
None of the above
Other (please specify)

* 12. I feel safe and comfortable elevating issues pertaining to racial inequities as
they apply to our external oﬀerings with:
(Select all that apply)
Speciﬁc colleagues within SFE
Speciﬁc colleagues in other City Departments
SFE Leadership
My direct supervisor
My Program Manager
Another Program Manager
None of the above
Other (please specify)

5
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SFE 2021 Racial Equity Staﬀ Survey
Please refer to the following deﬁnitions to answer questions 13-15:
13-15:
Elitism: The advocacy or existence of an elite as a dominating element in a system or
society.
Favoritism: The practice of giving unfair preferential treatment to one person or group at
the expense of another.
Patriarchy: A system in which men hold the power and women are largely excluded from
it.
Power imbalances: A power imbalance is expressed when one group is able to dominate
decision-making or otherwise asserts power in ways that disadvantages others.
Tokenism: The practice of making only a perfunctory or symbolic eﬀort to do a particular
thing, especially by recruiting a small number of people from underrepresented groups
in order to give the appearance of sexual or racial equality within a workforce.
White fragility: A state in which even a minimum amount of racial stress becomes
intolerable [for white people], triggering a range of defensive moves. These defensive
moves can prevent education about and action to dismantle racism.
Microaggressions: A statement, action, or incident regarded as an instance of indirect,
subtle, or unintentional discrimination against members of a marginalized group such as
race or gender. (Some examples of microaggressions include: “Wow, your English is so
good”, “Can I touch your hair”, “You must be related to someone high up to have gotten
this position!”, “Sure we care about diversity but we have to ensure the most qualiﬁed
person gets the job.”)

6
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* 13. On average, how often do you identify these as present in the work
environment?

Never

Once per year

A couple times
per year

Once per
month

More than once
per month

Elitism
Favoritism
Patriarchy
Power imbalances
Tokenism
White fragility
Experiencing
microaggressions
Witnessing
microaggressions

* 14. If you have experienced microaggressions in the work environment, did you
take any action?
Yes
No
I prefer not to answer
Not applicable
Other (please specify)

7
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* 15. If you have witnessed microaggressions in the work environment, did you
take any action?
Yes
No
I prefer not to answer
Not applicable
Other (please specify)

* 16. If you took action, what action did you take?
(Select all that apply)
Informed or Reported to SFE DHR Consultant
Reported externally outside SFE
Informed or Reported to a Supervisor
Sought comfort/allyship with a trusted colleague
Addressed the issue with the person directly
I took no action
Not applicable
Other (please specify)

* 17. If you took action, did you feel this eﬀectively resolved the issue?
Yes
No
Not applicable
Other (please specify)

8
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SFE 2021 Racial Equity Staﬀ Survey
* 18. Please mark true or false to the following statements:
True

False

When I interact with authority ﬁgures in the workplace they are usually of
a diﬀerent race.
My opinion is commonly overlooked in group discussions because of my
race.
Others assume that my work would be inferior to people of other racial
groups.
Others prefer that I assimilate to the White Culture and downplay my
racial background.
My contributions are sometimes dismissed or devalued because of my
racial background.
Others assume I will behave aggressively because of my race.
Others assume that people of my racial background would succeed in life
if they simply worked harder.

9
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* 19. In your day-to-day work experiences, how often do any of the following things
happen to you?

Never

Once per
year

A couple
times per
year

Once per
month

More than
once per
month

You are treated with less courtesy than other
people are.
You are treated with less respect than other
people are.
People act as if they think you are not smart.
People act as if they are afraid of you.
People act as if they think you are dishonest.
People act as if they’re better than you are.
You are called names or insulted.
You are threatened or harassed.

* 20. If you responded with anything other than Never for the question above,
would you attribute your experience to any of the following aspects of identity?
(Select all that apply)
race/ethnicity
disability
sex/sexual orientation
gender identity
marital status
nation of origin
age
religion
social class
height, weight
political orientation
Not applicable

10
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* 21. Please rate each of the statements below on a scale from Strongly Disagree
to Strongly Agree.
Neutral or
Strongly
Somewhat
Not
Somewhat
Strongly
Disagree Disagree Disagree Applicable Agree
Agree Agree

When I have spoken with
leadership about issues regarding
microaggressions, bias, and or
racism my concerns were taken
seriously.
When I have spoken with
leadership about issues regarding
microaggressions, bias, and or
racism in the workplace action was
taken.

11
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SFE 2021 Racial Equity Staﬀ Survey
* 22. Please rate each of the statements below on a scale from Strongly Disagree
to Strongly Agree.
Neutral or
Strongly
Somewhat
Not
Somewhat
Strongly
Disagree Disagree Disagree Applicable Agree
Agree Agree

I have been provided the
institutional knowledge, resources
and skills I need to obtain a higher
position.
I am encouraged by leadership to
apply my skills to obtain a higher
position.

12
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* 23. Please rate each of the statements below on a scale from Strongly Disagree
to Strongly Agree.
Neutral or
Strongly
Somewhat
Not
Somewhat
Strongly
Disagree Disagree Disagree Applicable Agree
Agree Agree

I am satisﬁed with my current level
of involvement in addressing racial
inequities.
I feel that addressing racial
inequities is a priority for SFE.
SFE provides support for resolving
workplace issues involving
institutional racism.
SFE hires contractors that are
sensitive to issues of racial and
social equity.
SFE seeks input on decision making
from communities of color.
SFE puts racial equity at the
forefront of its decision-making
processes.

* 24. The following racial equity tools would help me address racial inequities
through my work:
(Select all that apply)
More information / training
More time and resources
Greater management / supervisory support
Work is included in the Performance Plan and Appraisal Review (PPAR)
Workplace Coaching
Other (please specify)

13
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* 25. How would you rate the eﬀectiveness of the following activities SFE is taking?

1 = Not
Eﬀective At
All

2

3

4

5=
Extremely
Eﬀective

I have not
experienced
this activity

Trainings
Racial equity tools
Conversations at team
meetings

* 26. Are there other examples at SFE where you see racial equity work being
eﬀective?
eﬀective? Please describe.

* 27. Are there other examples at SFE where you see racial equity work being
ineﬀective?
ineﬀective? Please describe.

14
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SFE 2021 Racial Equity Staﬀ Survey
In your own words, what do you think a focus on racial equity and inclusion should mean
for SFE’s mission and activities? Please describe in questions 28-30.
28-30.

* 28. What should we do more of?

* 29. What should we do less of?

* 30. How are you operationalizing racial equity in your program area?

* 31. What are some examples of barriers to transformative change in the current
organizational cultures or internal practices?

32. Would you be interested in participating in deeper focus group interviews?
If yes, please provide your name.
name.

15
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APPENDIX B
INTERVIEW PROTOCOL
Hi,
Thank you for your interest in talking with us today. As you know, Be the Change was
contracted last year to support the Department of Environment’s Racial Equity Action Plan
Phase I efforts. We have surfaced a lot of interesting insights as we analyze the data from
the survey that you participated in toward the end of last year. This interview will allow us
to dive deeper into exploring how to advance racial equity within the Department. We will
be taking the learnings from these interviews without identifying any individuals in the
report, so we invite you to speak openly and honestly. No direct quotes will be used in the
final report.
On a logistical note — to support note taking and to ensure we catch all the rich input from
you, we will be recording this conversation.
If you have no objections, let’s move onto the questions.
1. What motivated you to sign up for this interview?
2. How have you experienced the efforts to increase racial equity at the Department of
the Environment?									
3. In our survey we asked participants about the presence of the following in the work
environment: elitism, favoritism, patriarchy, power imbalances, tokenism, white
fragility, witnessing microaggressions, and experiencing microaggressions.
4. Are there specific situations or behaviors that you’ve seen in the work environment
that might illustrate any of these that you can tell us about?
5. Can you describe any experiences where you felt microaggressions or other acts of
harm were effectively responded to or resolved?
6. What do you see as barriers to racial equity in SFE?
7. What is needed to remove barriers and improve effectiveness of the department’s
racial equity work?
8. What types of training and resources do you think would be helpful?
9. How will we know that we have achieved racial equity in the department?
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