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DANE COUNTY 2015 RACIAL EqUITY PLAN 
(template for completion and reporting)

1. Da n e Co u n t y eM ploy ees u n Der sta n D a n D a re Co M M i t t eD to aC h i e v i n G r aC i a l equ i t y.

C O M M U N I T Y 
I N D I C A T O R

O U T C O M E S  & A C T I O N S T I M E L I N E A C C O U N T A B I L I T Y C O U N T Y 
P E R F O R M A N C E 
M E A S U R E

PROGRESS 
R E P O R T

• Percent of population 
who believe advancing 
racial equity should be a 
priority of government

• Percent of population 
who understand the 
county’s commitment 
to racial equity

a. Dane County employees understand, are committed to, and have the infrastructure needed to advance racial equity.

1) Countywide racial equity strategic leadership 
team – County leadership (County Executive, 
County Board, and Constitutional Officers) 
convenes an internal leadership team responsible 
for high-level accountability and oversight of 
implementation. Department directors of large 
departments should serve as team members 
on a permanent basis, and directors of small 
departments on a rotating basis. The Strategic 
Leadership Team should empower and support the 
Racial Equity and Social Justice Team and other 
teams identified in these recommendations with 
operational implementation.

Oct 2015 County Executive, 
County Board, and 
Constitutional Officers

Racial Equity 
Strategic 
Leadership Team 
convened

2) Departmental racial equity plans – County 
leadership provides department directors with 
template for development of 2016 Racial Equity 
Plans (template includes a combination of cross-
departmental strategies and department-specific 
strategies unique to their own line of business). 
Reporting on accomplishments should occur at 
mid- and end-of-year at a County Board meeting.

Nov 2015 RESJ Strategic 
Leadership Team

Percent of 
Dane County 
departments that 
have a Racial Equity 
Action Plan

3) Departmental racial equity teams – County 
leadership directs department and office directors 
to organize Racial Equity Teams responsible for 
leading implementation of the action plans within 
their respective departments.

Nov 2015 RESJ Strategic 
Leadership Team / 
department directors

Percent of Dane 
County departments 
that have a Racial 
Equity Team within 
their department

4) racial equity training – Provide introductory 
Racial Equity Training to all employees. Use a 
“train-the-trainer” model to continue to build 
internal expertise. Provide Racial Equity Toolkit 
training to all managers. Provide training on 
communications and messaging about racial 
equity to appropriate staff. In Phase 2, develop new 
modules to further operationalize equity.

q1 RESJ Capacity Building 
Action Team

Percent of Dane 
County employees 
who have
• Attended racial 
equity training
• Can identify 
examples of institu-
tionalized racism

5) topic area racial equity teams – RESJ Strategic 
Leadership Team convenes action teams on core 
cross-cutting topic areas, as described in Indicator 
Areas II to V.

Dec 2015 RESJ Strategic 
Leadership Team

# of action teams 
convened

6) employee racial equity survey – Conduct 
employee racial equity survey on a biennial basis 
using the initial project survey as a baseline.

q4 (prep for 
2017)

RESJ Capacity Building 
Action Team

7) use of a racial equity tool with policies or 
programs – Each department and office pilot use 
of the GARE Racial Equity Tool in a select policy 
or program.

q1 RESJ Capacity Building 
Action Team

Percent of Dane 
County employees 
who have are using 
a Racial Equity Tool

8) incorporate use of the racial equity tool into 
the budget process – Departments use the Racial 
Equity Tool in the development of 2017 budget 
proposals beginning in 2016. The Department of 
Administration, County Executive, and County 
Board review individual decisions and the cumulative 
impacts of the proposed budget on racial equity.

q1-q3 Department of 
Administration, RESJ 
Capacity Building 
Action Team.

County Executive and 
Board of Supervisors for 
budget decisions
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2. Da n e Co u n t y resi Den t s v i e W t h e Cou n t y a s a n effeC t i v e a n D i nC lusi v e Gov ern M en t 
t h at enG aG es Co M M u n i t y.

C O M M U N I T Y 
I N D I C A T O R

O U T C O M E S  & A C T I O N S T I M E L I N E A C C O U N T A B I L I T Y C O U N T Y 
P E R F O R M A N C E 
M E A S U R E

PROGRESS 
R E P O R T

• Percent of population 
who believe Dane 
County values 
community participation 
and engagement

• Dane County services 
are well received by 
community members

• Voter turnout

a. Dane County employees have outreach and engagement skills and competencies to advance racially inclusive outreach and 
engagement.

1) inclusive engagement action team –  
Develop countywide policies and practices that engage 
diverse communities in county processes. Establish 
and support a countywide approach to translation 
and interpretation to ensure that employees have 
effective tools to implement the policy.

Dec 2015 RESJ Strategic 
Leadership Team

Inclusive 
Engagement Action 
Team convened

2) inclusive outreach and public engagement 
training – Provide introductory Inclusive Outreach 
and Public Engagement training to employees that 
routinely engage with the public.

q2-q3 Inclusive Engagement 
Action Team

# of employees 
attending training

3) representation of county advisory groups – 
Collect demographic baseline of existing advisory 
groups, identify gaps; develop approaches to 
address gaps.

q1-q4 Department directors Demographics 
of the county’s 
advisory groups 
reflect community 
demographics

4) interdepartmental pilot project – Identify 
a cross-department pilot project to engage 
communities using a comprehensive approach.

q1-q4 Inclusive Engagement 
Action Team

Participants en-
gaged in the project 
report that their 
engagement made 
a meaningful differ-
ence in the process
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3. Da n e Cou n t y Co M M u n i t i es o f Co lo r sh a re i n t h e Cou n t y’s eCo n o M i C prosperi t y.

C O M M U N I T Y 
I N D I C A T O R

O U T C O M E S  & A C T I O N S T I M E L I N E A C C O U N T A B I L I T Y C O U N T Y 
P E R F O R M A N C E 
M E A S U R E

PROGRESS 
R E P O R T

• Unemployment rates

• Household income

• # of businesses 
developed

a. Dane County is a model employer advancing racial equity.

1) Workforce equity action team – Expand 
the existing RESJ infrastructure to include 
the Workforce Equity Action Team with 
representatives of Employee Relations, unions, 
and employee representatives. The team should 
be responsible for coordinating work across 
departments, eliminating redundancies, and 
creating cohesion, including strategies below.

Dec 2015 RESJ Strategic 
Leadership Team

Workforce Equity 
Action Team 
convened

2) Data collection system – Improve the Employee 
Relations data collection system so that it is 
possible to identify specific positions that have the 
greatest disparities.

q2-q3 Employee Relations, 
Workforce Equity 
Action Team and new 
data analyst (if funded)

Data collection 
system improved

3) Workforce equity in departmental racial 
equity action plans – Each department and office 
identifies one or more specific classification not 
representing county demographics, and implement 
strategies to eliminate disproportionality.

q1-q4 Department directors Demographics 
of Dane County 
workforce reflect 
demographics of 
the community 
across positions

4) racial equity as core competency in select 
job descriptions – Each department and office 
identifies one or more specific job classifications 
with key racial equity responsibilities and 
incorporate racial equity as a core competency / 
expectation into the job descriptions.

q1-q4 Employee Relations and 
department directors

Number of job 
descriptions that 
incorporate racial 
equity

5) Clear racial equity expectations for managers 
–Training on equitable hiring practices for all 
hiring managers and clear expectations and 
accountability for racially equitable work places. 
Managers should use best practices within hiring 
processes to minimize bias and incorporate equity 
throughout all phases of the process.

q1-q4 Workforce Equity 
Action Team and 
department directors

Number of 
managers trained

6) remove barriers to applying for county 
positions – Address online system issues identified, 
either by refining the system or through improved 
communications about how to use the system. 
Develop and implement strategies to improve 
access for potential applicants lacking accessible 
internet.

q1-q2 Employee Relations 
and Workforce Equity 
Action Team

More satisfied 
applicants

7) employee handbook – RESJ Workforce Equity 
Action Team reviews the Employee Handbook to 
identify racial equity barriers to hiring, retention, 
and upward mobility. Use the Racial Equity Tool 
to develop recommended changes to the County 
Executive and County Board. Barriers that have 
been identified include minimum qualifications 
(education and experience equivalencies), 
limitations on the number of candidates that 
can be interviewed, and the role of seniority in 
promotions and benefits.

q1-q4 Employee Relations 
and Workforce Equity 
Action Team

County Executive and 
Board of Supervisors for 
revisions

Employee 
Handbook updated

8) planning for retirements – Conduct an analysis 
of county positions that have a large number of 
anticipated retirements in the coming five years. 
Develop and implement career pathways to ensure 
a diverse applicant pool is prepared to compete for 
those vacancies.

q2 – q3 Employee Relations 
and Workforce Equity 
Action Team

Career pathways 
developed for 
classifications with 
large numbers 
of retirements 
expected
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3. Da n e Cou n t y Co M M u n i t i es o f Co lo r sh a re i n t h e Cou n t y’s eCo n o M i C prosperi t y.

C O M M U N I T Y 
I N D I C A T O R

O U T C O M E S  & A C T I O N S T I M E L I N E A C C O U N T A B I L I T Y C O U N T Y 
P E R F O R M A N C E 
M E A S U R E

PROGRESS 
R E P O R T

9) Premium pay for bilingual staff in community-
serving positions where additional language 
fluency can be utilized – the RESJ Workforce Equity 
Action Team should identify positions that interact 
with the public, and develop and recommend 
options for supplemental pay for bilingual 
employees.

q2 – q3 Employee Relations 
and Workforce Equity 
Action Team; County 
Executive and Board of 
Supervisors for budget

# of positions 
receiving premium 
pay for second 
language skills

B. investments in contracting and procurement benefit the diversity of Dane County’s communities.

1) resJ Contracting equity action team 
– Expand existing RESJ infrastructure to 
include a Contracting Equity Action team with 
representatives from the existing RESJ Data 
Team and additional representatives from OEO 
and Contract Compliance. Team is responsible for 
coordinating work across departments and offices, 
eliminating redundancies, and creating cohesion, 
including strategies below.

Dec 2015 RESJ Strategic 
Leadership Team

Contracting Equity 
Action Team 
convened

2) Contracting and procurement data collection 
system – Collect and analyze data to be able to 
identify gaps in contracting and procurement. 
Each department and office sets specific targets 
to ensure contracting and procurement dollars are 
accessible to and benefiting the diversity of Dane 
County residents.

q1 – q4 Office of Equal 
Opportunity, 
Contracting Equity 
Action Team and 
department directors

Dane County 
contracting and 
procurement 
reflects the 
demographics of 
the community.

3) Contracting and procurement policies and 
procedures to eliminate racial equity barriers – 
RESJ Contracting Equity Team use the Racial Equity 
Tool to assess barriers to racial equity and make 
recommendations to the RESJ Strategic Leadership 
Team. The focus should be on policies and practices 
such as bonding requirements, de-bundling of 
contracts, and prompt payment for subcontractors, 
that are barriers to contracting equity.

q1 – q4 Contracting Equity 
Action Team

Number of policies 
reviewed
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4. n eiG h Bo rh oo Ds a n D peo ple a re sa fe a n D r aC i a l Di spro po rt i o n a li t i es i n t h e 
C ri M i n a l J ust i C e syst eM a re eli M i n at eD.

C O M M U N I T Y 
I N D I C A T O R

O U T C O M E S  & A C T I O N S T I M E L I N E A C C O U N T A B I L I T Y C O U N T Y 
P E R F O R M A N C E 
M E A S U R E

PROGRESS 
R E P O R T

• Neighborhood crime 
rates

• Arrest rate for youth 
and adults

• Conviction rate for 
youth and adults

• Level of trust in the 
criminal justice system

1) Criminal Justice Council – Ensure the existing 
Criminal Justice Council and subcommittees 
review the comprehensive set of recommendations 
from the 2009 Dane County Task Force on Racial 
Disparity. Develop an action plan to prioritize and 
operationalize recommendations.

q1 Community Justice 
Council

Criminal Justice 
Interdepartmental 
Team convened

2) prosecutorial Discretion – The Racial Disparities 
Subcommittee, in partnership with the District 
Attorney’s office, should use the Racial Equity Tool 
to assess the role that race plays in prosecutorial 
decisions, and develop and implement 
recommendations to eliminate racial disparities.

q2 – q4 District Attorney and 
CJC Racial Disparities 
Subcommittee

Tracking and 
reporting of 
disparate outcomes

3) Criminal justice data – The Criminal Justice 
Council should have a robust understanding of the 
full continuum of criminal justice data in order to 
develop appropriate policy and practice strategies. 
Assess the possibility of development of a more 
integrated and aligned data collection system that 
will provide useful information for systems reform.

q2 – q4 CJC Racial Disparities 
Subcommittee

Data assessment 
completed

4) policy analysis – Use the Racial Equity Tool 
and criminal justice data to develop appropriate 
policy and practice strategies that focus on those 
offenses with the greatest disproportionality and 
prevention approaches that decrease the likelihood 
of engagement in the justice system.

q2 – q4 CJC Racial Disparities 
Subcommittee

Number of policy 
changes that are 
developed to 
eliminate racial 
disparities and 
whether they are 
effective

5) expanded racial equity training for employees 
in the justice system – Work with the Capacity 
Building Action Team to conduct expanded 
racial equity training for employees in the 
justice system. Training should focus on implicit 
bias, institutionalized racism, problem-solving 
strategies, conflict mediation techniques, de-
escalation tactics, understanding mental health 
considerations, responsiveness to community 
needs and voices, and achieving consistency and 
continuity in engaging community.

q1-q4 CJC Racial Disparities 
Subcommittee and 
RESJ Capacity Building 
Action Team

Number and per-
cent of employees 
trained

6) Ensure criminal justice personnel reflect the 
community – Collaborate with the RESJ Core 
Team to ensure that criminal justice personnel are 
representative of the communities they serve, 
with staff who are culturally sensitive, speak the 
communities’ languages, and are residents of the 
communities they serve.

q1-q4 CJC Racial Disparities 
Subcommittee and 
RESJ Core Team

Racial 
representation 
of employees in 
the Dane County 
Sheriff’s Office and 
courts, by position
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5. a ll peo ple h av e h e a lt h y li fe ou tCo M es.

C O M M U N I T Y 
I N D I C A T O R

O U T C O M E S  & A C T I O N S T I M E L I N E A C C O U N T A B I L I T Y C O U N T Y 
P E R F O R M A N C E 
M E A S U R E

PROGRESS 
R E P O R T

• Percent of population 
that is obese

• Percent of population 
with diabetes

• Average life 
expectancy

• Neighborhoods have 
access to affordable, 
healthy food retail, 
parks and other county 
natural resources

• Percent of eligible 
children participating 
in federally-sponsored 
school meal programs

• Percent of early 
childhood and adult day 
care providers carrying 
out new USDA changes 
to reflect higher 
nutrition standards

• Percent of those 
eligible to participate in 
FoodShare (SNAP) who 
use the benefit

• Rate of food insecurity 
in county

• Breastfeeding rates 
among county residents

food security and healthy life outcomes are increased for Dane County residents, especially communities of color.

1) health equity action team – Convene a Healthy 
Life Outcomes Interdepartmental Team made up 
of representatives of Public Health, Dane County 
UW-Extension, Human Services, Planning, Public 
Works, and other departmental representatives 
that is responsible for coordinating work and 
developing collaboration across departments on 
the implementation of strategies.

Dec 2015 RESJ Strategic 
Leadership Team

Healthy Equity 
Action Team 
convened

2) improve access to healthy food in 
neighborhoods – Map need of healthy food retail, 
incentivize corner stores to offer fresh foods, and 
boost participation of those stores in WIC. Focus 
specifically on places where people of color shop, 
do not shop, and might shop.

q1 - q4 Health Equity Action 
Team

Mapping system 
developed that 
identifies the 
accessibility of 
healthy food in 
neighborhoods

3) Use Racial Equity Tool to analyze and improve 
policies and practices – Perform equity analysis on 
all grants affecting food retail. Analyze local data 
to identify sites that will boost participation by 
children of color in federally supported breakfast, 
lunch and snack programs.

q2 - q3 Health Equity Action 
Team

Number of times 
Racial Equity Tool 
used

4) education and capacity building – Provide 
training to child and adult day care and school 
districts about changes in nutrition standards 
for meal programs, which include elimination of 
reimbursement for sugar-sweetened beverages 
and improved nutrition standards. Incorporate an 
introduction to the county’s racial equity priorities 
in the training. Groups most affected include 
infants and toddlers, school-aged children, and 
older adults of color.

q1-q4 Health Equity Action 
Team

Number and 
percent of child 
and adult day care 
personnel trained 
on new USDA 
standards

5) Increase the effective use of data – Integrate 
data systems to guide opportunities for strategic 
intervention. Example: Use local electronic health 
record data to map patterns of obesity and Type II 
diabetes at the local (census tract) level.

q4 Health Equity Action 
Team

Data system 
integrated

6) strengthen partnerships – Improve 
relationships between organizations within the 
food system, focusing on ways to boost equity 
through opportunity and access. For example: 
The Hunger Care Coalition is screening children 
at primary care visits for signs and risks of food 
insecurity, providing follow-up and referral to 
emergency food sources, federal and local food 
programs, transportation options, and options to 
boost economic security among families.

q1 - q4 Health Equity Action 
Team

New partnership(s) 
relate in improved 
access to food

7) support community-led initiatives that 
address healthy life outcomes and build 
community capacity – Target technical 
assistance to focus on prevention, including asset 
mapping, gap analysis, asset-based approaches 
to community development, and health impact 
assessments / racial equity impact assessments.

q1 - q4 Health Equity Action 
Team

Hours of technical 
assistance provided

8) support initiatives led by members of the 
community affected by food insecurity and other 
issues identified to be addressed by the Health 
equity action team – Ensure these individuals 
have a voice in developing solutions.

q1 - q4 Health Equity Action 
Team

Initiatives 
supported
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D A N E  C O U N T Y  T E M P L A T E  F O R  2 016  D E P A R T M E N T A L  
R A C I A L  E q U I T Y  A C T I O N  P L A N S  D E P A R T M E N T : 

1. Da n e Co u n t y eM ploy ees u n Der sta n D a n D a re Co M M i t t eD to aC h i e v i n G r aC i a l equ i t y.

O U T C O M E S  & A C T I O N S D E P A R T M E N T  P E R F O R M A N C E 
M E A S U R E

T I M E L I N E P E R S O N 
R E S P O N S I B L E

P R O G R E S S 
R E P O R T

a. Dane County employees understand, are committed to, and have the infrastructure needed to advance racial equity.

1) leadership – Department director or designee 
assigned to participate on the Countywide Racial Equity 
Strategic Leadership Team.

Assignment made Dec 2015

2) racial equity plan – Plan is developed and progress 
reports take place twice a year.

Plan developed

Progress reported

Dec 2015

July 2016

3) racial equity team – Team is convened and assists 
departmental leadership with the development and 
implementation of the Action Plan.

Team is convened Dec 2015

4) training leads – Identify employees to lead 
Introductory Racial Equity Training for their colleagues. 
Participate in a countywide “train-the-trainer” session.

Trainers identified and participate in 
train-the-trainer session

q1

5) training for all employees – Conduct Introductory 
Racial Equity Training for all employees.

Percent of departmental employees who 
have attended racial equity training

2016

6) racial equity toolkit training – all managers 
participate in Racial Equity Toolkit training.

Percent of managers who have attended 
racial equity toolkit training

q1 and q2

7) Communicating for racial equity training – all 
communications staff and managers participate in training 
on communications and messaging about racial equity.

Percent of communications staff and 
managers who have attended racial 
equity toolkit training

q3 and q4

8) interdepartmental racial equity action teams 
– Identify the Action Teams the department will be 
represented on and assign responsibility.

Team members identified q1

9) use of a racial equity tool with policies or 
programs – Pilot use of the Racial Equity Tool in a select 
policy or program.

Policy identified

Tool used

Results shared with staff and the RESJ 
Strategic Leadership Team

q1

q2

q3

10) incorporate use of the racial equity tool into 
the budget process – Use the Racial Equity Tool in the 
development of 2017 budget proposals.

Budget proposals developed including 
use of the Racial Equity Tool

q2

2. Da n e Co u n t y resi Den t s v i e W t h e Cou n t y a s a n effeC t i v e a n D i nC lusi v e Gov ern M en t 
t h at enG aG es Co M M u n i t y.

O U T C O M E S  & A C T I O N S D E P A R T M E N T  P E R F O R M A N C E 
M E A S U R E

T I M E L I N E P E R S O N 
R E S P O N S I B L E

P R O G R E S S 
R E P O R T

a. Dane County employees have outreach and engagement skills and competencies to advance racially inclusive outreach and engagement.

1) inclusive engagement action team – Determine 
if department should be represented on the Inclusive 
Engagement Action Plan, and if so, designate representative.

Assignment made Dec 2015

2) inclusive outreach and public engagement training 
– Provide introductory Inclusive Outreach and Public 
Engagement training to employees that routinely 
engage with the public.

Employees identified

% of employees identified who 
participate in training

q1

q4

3) representation of county advisory groups – 
Determine the standing or ad hoc advisory boards 
or commissions within the department; collect a 
demographic baseline of existing advisory groups; 
identify gaps; develop approaches to address gaps.

# of boards or commissions identified

Demographic baseline developed

Approaches to address gaps identified

q1

q2

q4
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3. Da n e Cou n t y Co M M u n i t i es o f Co lo r sh a re i n t h e Cou n t y’s eCo n o M i C prosperi t y.

O U T C O M E S  & A C T I O N S D E P A R T M E N T  P E R F O R M A N C E 
M E A S U R E

T I M E L I N E P E R S O N 
R E S P O N S I B L E

P R O G R E S S 
R E P O R T

a. Dane County is a model employer advancing racial equity.

1) Workforce equity action team – Determine if 
department should be represented on the Workforce 
Equity Action Plan, and if so, designate representative.

Assignment made Dec 2015

2) Identification of classifications that do not 
represent county demographics – Identify one or 
more specific classification not representing county 
demographics and implement strategies to eliminate 
disproportionality.

Classifications identified

Strategies developed

Strategies implemented

Demographics of Dane County workforce 
reflect demographics of the community 
across functions (positions) and hierarchy 
(supervisors, managers, and directors)

q1

q2

q3-q4

q4

3) racial equity as core competency in select job 
descriptions – Identify one or more specific job 
classifications with key racial equity responsibilities 
and incorporate racial equity as a core competency / 
expectation into the job descriptions.

Classifications identified

Core competencies integrated into job 
description

q1-q2

q3-q4

4) racial equity expectations for managers –Training 
on equitable hiring practices for all hiring managers 
and clear expectations and accountability for racially 
equitable work places. Managers use best practices 
within hiring processes to minimize bias and incorporate 
equity throughout all phases of the process.

Managers identified

% of employees identified who 
participate in training

q1

q4

B. Investments in contracting and procurement benefit the diversity of Dane County’s communities.

1) Contracting equity action team – Determine if 
department should be represented on the Contracting 
Equity Action Plan, and if so, designate representative.

Assignment made q1

2) Contracting equity Data analysis – Analyze the % 
of WMBE contracting and procurement utilized over the 
past two years and set an aspirational target for 2016.

Aspirational target set 

Department’s contracting and 
procurement reflects the demographics 
of the community.

q1 

q4
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4. n eiG h Bo rh oo Ds a n D peo ple a re sa fe a n D r aC i a l Di spro po rt i o n a li t i es i n t h e 
C ri M i n a l J ust i C e syst eM a re eli M i n at eD.

O U T C O M E S  & A C T I O N S D E P A R T M E N T  P E R F O R M A N C E 
M E A S U R E

T I M E L I N E P E R S O N 
R E S P O N S I B L E

P R O G R E S S 
R E P O R T

a. neighborhoods and people are safe and racial disproportionalities in the criminal justice system are eliminated

1) Criminal Justice Council racial Disparities Workgroup 
–Determine if department should be represented on the 
Criminal Justice Racial Disparities Workgroup, and if so, 
designate representative.

Assignment made Dec 2015

(if represented on the CJC Racial Disparities Workgroup)

2) expanded racial equity training for employees in the 
justice system – Criminal justice personnel identified 
to participate in expanded training on implicit bias, 
institutionalized racism, problem-solving strategies, conflict 
mediation techniques, de-escalation tactics, understanding 
mental health considerations, responsiveness to community 
needs and voices, and achieving consistency and continuity 
in engaging community.

Criminal Justice personnel identified

% of employees identified who 
participate in the training

q2

q4

(if represented on the CJC Racial Disparities Workgroup)

3) Ensure criminal justice personnel reflect the 
community – Workforce demographics are analyzed to 
assess representation of Dane County communities. If 
disparities exist, develop and implement strategies to 
increase representation.

Demographics of criminal justice 
personnel analyzed and gaps identified

Strategies developed and implemented 
to address any gaps

q3

 
q4

5. a ll peo ple h av e h e a lt h y li fe ou tCo M es.

O U T C O M E S  & A C T I O N S D E P A R T M E N T  P E R F O R M A N C E 
M E A S U R E

T I M E L I N E P E R S O N 
R E S P O N S I B L E

P R O G R E S S 
R E P O R T

a. all people have healthy life outcomes.

1) health equity action team –Determine if department 
should be represented on the Health Equity Action Team and 
if so, designate representative.

Assignment made Dec 2015



Center for Social Inclusion catalyzes grassroots communities, government, and other institutions to dismantle 
structural racial inequity. We craft strategies and tools to transform our nation’s policies and practices that harm 

communities of color, in order to ensure better outcomes for all.

Center for Social Inclusion
150 Broadway, Suite 303 New York, NY 10038 

(212) 248-2785

Government Alliance on Race and Equity 
(206) 816-5104

www.centerforsocialinclusion.org 
www.racialequityalliance.org 

www.facebook.com/centerforsocialinclusion.org 
www.twitter.com/theCSI

Creative: Tronvig Group


