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Yes, I&D is everyone’s
responsibility...

..but it starts at the top.



First, Buy-In...

Early Adopters Moveable Middle Laggards



Challenges to
Achieving

Buy-In




Prioritize Relationships.

Build trust and remember, leaders are human, too.






' = . Mentor Circles

Group mentoring that enables
employees across various
departments at all levels to
connect, enhance soft skills
and increase exposure to new
departments and leaders
throughout the City.



Equity Council

Executive
Committee

[\ * U < | g, NS IDEA Liaison
= ‘ .\\ \ﬁ\‘ \ Committees Councils/BRGs




Inaugural Equity Council

Executive Committee
City Manager
CIDO
Municipal Counselor
Human Resources
1&D ACM
PIM

Jul 2022 - Jun 2025
Municipal Courts (VC)

Fire (VCE)
Utilities
Public Works

Transportation

Jul 2023 - Jun 2026
Finance
Police
Parks & Rec
General Services

Development Services

Jul 2024 - Jun 2027
City Clerk
oo
Planning
Airports
IT
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Various Trainings

Inclusion Reimagined
American Dream Experience
New Supervisor “Nut & Bolts”

Interviewer Training
Departmental Collaborations

What is your character's
American Dream?




Radical Team Success guio® O‘//f(,,
e

S Communication

IMPACT THROUGH INCLUSION

Inclusive Leadership Training




Roadshow

Partnership with...

City Manager

Assistant City Manager
Office of 1&D

Human Resources
Department Leadership



» Invite feedback —
III LI Ste n . and really listen to it.




DIVERSITY'AND INCLUSION

OR

INCLUSION AND DIVERSITY



GAUGE

EMPLOYEE Vo I C ES




Survey Says...

Nothing will change Recognition

Pay/Staffing Professional Development

Accountability Performance Management

Communication Flexibility



Q12 Mean: LY vs TY

July 2022

MEAN PERCENTILE RANK RESPONDENTS

22 = 3,454

Database: Gallup Overall
ENGAGEMENT MEAN

3.68

ENGAGEMENT INDEX

Engaged - 33%

Not Engaged 47%

Actively Disengaged - 20%

August 2023

MEAN PERCENTILE RANK RESPONDENTS

26 3,566

Database: Gallup Overall

ENGAGEMENT MEAN TRENDED MEAN

Change From Last Mean: 0.09
3.6813.77

3.77 —

ENGAGEMENT INDEX

Engaged - 37%

Not Engaged 46%

Actively Disengaged . 17%

*All text analytics are machine generated. Because we use machine learning to generate sentiments, results may not be 100% accurate.
*Percent Engaged available when n = 30. All categories available when n = 100.
* - Scores are not available due to data suppression. Respondents can select multiple responses for multi-select questions.

Percentile Rank in Gallup Overall Database B < 25th Percentile 25-49th Percentile 50-74th Percentile B 75-89th Percentile B >=90th Percentile

Copyright 2023 Gallup, Inc. All rights reserved. Copyright © 1993-1998 Gallup, Inc. All rights reserved. The Gallup Q12 items are Gallup proprietary G A LL l l P
information and are protected by law. You may not administer a survey with the Q12 items or reproduce them without consent from Gallup.




ACCOUNTABILITY
TO OUR WORKFORCE

HOW WE RESPONDED TO YOUR FEEDBACK

Your answers to the Gauge helped make us
aware of the strengths and weaknesses in our
workplace. We remain committed to listening to
you and finding ways to ensure a better, more
productive and equitable culture for everyone.

Are we where we want to be? Not yet. But check
out what we've accomplished together so far!

We believe we are on the right track and hope
you do too. As we continue this journey, remem-
ber that change takes time. Culture is always
evolving, and we can only evolve with your
feedback. We hope you will continue providing
it when the Gauge returns August 14-31.

Tell us what
you think

http://survey.gallup.com/okc2023

For questions, email inclusion@okc.gov.

Communication

- (ity Manager roadshows

- Quarterly town halls

- Bimonthly employee newsletter

- Enhanced department-level
communications

Accountability
- Department Gauge action plans
- Workshield
(third-party employee investigations)
- Oracle performance management

Pay & Staffing

- Historic pay increases

- Sign-on bonuses & stipends
- Hiring events

- Expedited hiring process

&%
GAUGE

EMPLOYEE VOICES

Recognition
- City's Best
- Inclusion in Action coins

- Enhanced department recognition

- Increased City investment in
engagement

- Longevity certificates

Flexibility

(ity departments o perate differ-
ently. The City Manager supports
department head’s decisions about
wark hours, work from home and
other types of flexibility. Talk to
your supervisor about what flexi-
bility means for your team.

Professional Development
- (ity Leadership Academy

- Learning Lab

- Funding for conferences

- Supervisor development
{Nuts & Bolts fraining class)




Example Departmental

Action

Plan

ACTION PLAN

2022 -2023

Culture is instrumental:
It either facilitates and
supports organizational
success or undermines
and inhibits it.

GAUGE

EMPLOYEE Vo | C E s

GROWTH ~ TEAMWORK  INDIVIDUAL  BASIC NEEDS

TABLE OF CONTENTS

Department Executive Summary.

Department

Communications Plan

i

Recognition Plan

Division

Communications Plan

Recognition Plan

Division

Communications Plan

Recognition Plan

Shift Flexibility Plan

Training Opportunities Plan

Division

Communications Plan

Recognition Plan

Division Policies Plan

Shift Flexibility Plan

Division

Communication Plan

Recognition Plan

Training Opportunities Plan

Division

Communications Plan

Recognition Plan

12
1a
14
15

1€
17
18

1<
2C

The Gauge — Employee Voices, July 2022
Action Planning

The Gauge — Employee Voices, July 2022
Action Planning

W Ifle_ld Serwc_es Sh.lft Flexibility Plan

Superintendent

Goal

Enhance employee’s productivity and flexibility through department’s Take-Home Vehicle

Policy and alternate work schedules.

Description

« Implement Take-Home Vehicle Policy allowing field operations employees to conduct
work in an efficient and timely manner.
e Provide work schedule flexibility to the division’s work groups to enhance productivity

and morale.

Strategy

e Draft and implement a Take-Home Vehicle Policy to enhance field inspection services,

on-call emergency response, and employee performance.

& Review work groups to determine possible alternate work schedules.

Due Tasks Outcome Q Guide Status
01.31.23 Take- o Implemented policyin  Q02. Materials
Home Vehicle Policy January 2023 and Equipment

Achieved 94%
employee participation
(30 0f 32)

QOS. Cares
About Me

06.30.23 Enhance Take-Home
Vehicle Policy with
flexible work schedules

e For productivity,
implemented flexible
work schedules for
employees taking
vehicles home

Q02. Materials
and Equipment

/R ®

QOs. Cares
About Me

06.30.23  Provide flexible work
schedules to work

e Implement 4, 9-hour
days and 1, 4-hour day

Q02. Materials
and Equipment

W Public Works C

ommunications Plan

= \#~=\- Director

Goal

Ensure all employees are timely updated with announcements and information.

Description
Improve overall departmental communications through meetings, digital outreach and print
media.
Strategy
Utilize various tools for employee internal ions to increase productivity,
i loyalty and i
Due Tasks Outcome Q Guide Status
12.31.22 Distribute departmental e Centerline —Monthly ~ Q01.Know what

and City announcements

newsletter for open
communications and
healthy dialog

is expected

Q04. Recognition

12.31.22  All Staff Meetings

Quarterly All Staff
Meetings — Recognize
new employees,
promotions, service
awards, and provide
City updates

QO1. Know what
is expected

Q04. Recognition

12.31.22 Weekly Staff Updates

e Director’s Staff
Meetings — Division
and Section Heads
attend

QO1. Know what
is expected

Q’ ] &

Q04. Recognition

groups for inspectors

Temporary shift for QO5. Cares
seasonal changesand ~ About Me
reduction of heat

related illness

QR

Topics addressed in Action Plan — Performance and Productivity

.
5

Topics addressed in Action Plan — C¢

Culture, and

IS



General Pay Plan

Execution and Results
Conduct
Teamwork/Team
Oriented

Customer Centric
Safety

Workplace Standards

Management Pay Plan
Non-Supervisory

© Execution and Results

© Judgment

© Teamwork/Team
Oriented

© Customer Centric

@ Strategic Thinking

© Leads Through
Influence

© Commitment to
Continuous
Improvement

© Agility

Management Pay Plan
Supervisory

© Execution and Results

© Judgment

© Teamwork/Team
Oriented

© Customer Centric

@ Talent Development

) Inclusive Leadership

© Strategic Thinking

© Leads Through
Influence

© Commitment to
Continuous

Improvement

© Agility

Executive Pay Plan

© Execution and Results

© Business Judgment

© Teamwork/Team
Oriented

© Customer Centric

© Talent Development

<G inioive Leadershis >

© Strategic Thinking

@ Leads Through
Influence

© Commitment to
Continuous
Improvement

@ Agility
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Example

Diversity and Inclusion Dashboard
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Let’s Connect!

Instagram: @shalynnejackson
LinkedIn: Shalynne Jackson, MHR, SHRM-SCP

Email: Shalynne.Jackson@okc.gov
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