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Report Foc us
Qualitative and quantitative analys is of divers ity, equity, and inc lus ion (DEI) in
the Dane C ounty government workforc e

Res earc h Ques tion
W hat is the c urrent state of equity and divers ity in rec ruitment, hiring,
promotion, and retention of Dane C ounty’s government workforc e?

P r o ject S co p e



W hat is DEI in Dane C ounty ?
• A workforce that is representative of the community they serve
• The first step toward advancing racial equity and social justice

is creating a diverse and equitable workforce

GARE’s 2015 Racial Equity Analysis of Dane County
• Departmental Racial Equity Plans

RESJ’s2016 Equity Assessment
• Racial Equity Tool

DEI in  Da ne C o unty



A na ly sis  o f Eq uity  P la ns

Review of 25 Departmental Equity Plans us ing RESJ ’s “Rac ial Equity Tool”
1. Proposal and Desired Outc omes
2. Data
3. C ommunity Engagement
4. Rac ial Equity
5. Implementation Plan
6 . Ac c ountability and Evaluation



Propos al &  
Des ired 

Outc omes
Data

C ommunity  
Engagement

Rac ial 
Equity

Implementation Plan
Ac c ountability

&  Evaluation

C ounty  Board ✓ ✓ ✓ ✓ ✓ ✓
C lerk  of C ourts ✓ ✓ ✓ ✓ ✓ ✓
Sheriff’s  Offic e ✓ ✓ ✓ ✓ ✓ ✓
Department of Adminis tration ✓ ✗ ✓ ✓ ✓ ✓

Department of W as te &  Renewables ✓ ✗ ✓ ✓ ✓ ✓

Emergenc y  Management ✓ ✗ ✓ ✓ ✓ ✓
Human Servic es ✓ ✗ ✓ ✓ ✓ ✓
UW - Extens ion ✓ ✗ ✓ ✓ ✓ ✓
Dis tric t  Attorney ✓ ✗ ✓ ✓ ✓ ✗
Land &  W ater Res ourc es ✓ ✗ ✓ ✓ ✗ ✓
Medic al Examiner ✓ ✗ ✓ ✓ ✗ ✓
Planning &  Development ✓ ✗ ✓ ✓ ✗ ✓

Public  Health Madis on &  Dane C ounty ✓ ✗ ✓ ✓ ✗ ✓



Propos al &  
Des ired 

Outc omes
Data

C ommunity  
Engagement

Rac ial Equity Implementation Plan
Ac c ountability

&  Evaluation

Airport ✓ ✗ ✗ ✓ ✗ ✓
Alliant Energy  C enter ✓ ✗ ✓ ✓ ✗ ✗
C orporation C ouns el ✓ ✗ ✓ ✓ ✗ ✗

J uvenile  C ourt Program ✓ ✗ ✓ ✓ ✗ ✗

Public  Safety  C ommunic ations ✓ ✗ ✓ ✗ ✗ ✓

Treas urer ✓ ✗ ✓ ✗ ✓ ✗
V eterans  Servic es ✓ ✗ ✓ ✗ ✓ ✗

Family  C ourt Servic es ✗ ✗ ✓ ✓ ✗ ✗
Regis ter of Deeds ✓ ✗ ✗ ✗ ✓ ✗
C ounty  C lerk ✓ ✗ ✗ ✗ ✗ ✗
Henry  V ilas  Zoo ✗ ✗ ✓ ✗ ✗ ✗
Library  Servic e ✗ ✗ ✓ ✗ ✗ ✗



Eq uity  P la n  Find ing s

Departmental Equity Plans
• Common Structure and Vision
• Variety in quality and robustness

⚬ Use of Evaluation Metric s and C ontextual Evidenc e
⚬ Spec ific ity
⚬ Retention is less of a Priority

• Inc ons is tent Updating



• Data was received from the Dane County Division of Information
Management

• We compare the Dane County government workforce to Dane County’s
working age population

• Also examine demographics by department and Equal Employment
Opportunity (EEO) category

A na ly s is  o f P er so nnel



• Assess trends that make the Dane County Government workforce look
more like the overall Dane County working population

• Plot changes in the percentage of personnel by race, gender, and EEO
category

C ur r ent S ta te  o f Em p lo y ees 











• Crucial to assess new hires as they influence the existing composition
of workers

• Plot changes in the percentage of personnel by race, gender, and EEO
category

N ew  H ir es











• Crucial to assess new promotions as they influence upward mobility
within an institution

• Plot changes in the percentage of personnel by race and gender

P r o m o tio ns







Do  P r o m o tio n P r a ctices  Differ  B a sed  o n Eq uity  P la n  R a nk ing s?

W e c ompared the number of promotions given in the top 5 s c oring
departments with the bottom 5 s c oring departments .

• Promotion practices differed between top 5 and bottom 5 scoring departments
• Important because promotions can be an important tool for retention
• This finding may be due to a number of reasons outside the scope of our project

⚬ Types  of available pos itions
⚬ Equity plans  may have been updated rec ently 
⚬ Other prac tic es  for retention that are not c aptured through promotion 

prac tic es  alone



Terminations and Retirement

Terminations
• Voluntary, Involuntary or Retired

Retirement
• Recent retirements
• Employees eligible for retirement within ten years







Ter m ina tio n 
C a teg o r y 2 0 18 2 0 19 2 0 2 0 2 0 2 1 2 0 2 2

R etir ed 6 5 . 2 6 4 . 1 6 2 . 1 5 9 . 7 6 0 . 7

V o lunta r y 4 3 . 5 4 0 . 7 3 9 . 5 3 7 . 8 3 6 . 6

Inv o lunta r y 4 4 . 9 4 3 . 5 3 9 . 2 3 4 . 6 3 8 . 5

O ther 6 1. 0 5 6 . 0 6 5 . 0 5 5 . 7 4 9 . 0

A v er a g e 5 3 . 9 5 1. 0 5 1. 7 4 6 . 4 4 6 . 4

Terminations by Age



R eco m m end a tio ns



• Determine department - specific DEI metrics to make data - informed
decisions and track progress on goals

Departmental Equity Plans
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• Determine department - specific DEI metrics to make data - informed
decisions and track progress on goals

Departmental Equity Plans

• Require yearly public updates, via the OEI website, to Departmental
Equity Plans

• Develop general Departmental Equity Plan standards for each
department to follow

• Develop department - specific recruitment activity plans



• Create career pathways to increase diversity in professional roles
and promote upward mobility

W o r k fo r ce  Dev elo p m ent
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• C ontinue efforts in diverse employee demographic representation,
with a foc us on Asian representation



• Create career pathways to increase diversity in professional roles
and promote upward mobility

W o r k fo r ce  Dev elo p m ent

• Provide more resourc es to smaller departments in promotion
prac tic es

• C ontinue efforts in diverse employee demographic representation,
with a foc us on Asian representation



Future Areas for Research
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Future Areas for Research

• Identify whether department size impacts Equity Plan
• Evaluate contracting processes to examine DEI partnership standards
• Utilize OEI’s internal Equity Plan scoring system to recreate our analysis
• Complete future studies to analyze DEI workforce changes over time
• Explore potential partnerships with other county or local governments
• Conduct an analysis of positions that have a large number of anticipated 

retirements and develop career pathways
• Evaluate remote work policies to improve the current termination 

and retention trends



Q & A
All Rec ommendations

• Data- Driven DEIdecisions and goals
• Require yearly public updates to Departmental Equity Plans
• Develop Departmental Equity Plan standards
• Develop department - specific recruitment activity plans
• Create pathways to diversify professional role employees
• Focus on demographic representation for Asian- identifying employees
• Provide more resources to smaller departments in promotion practices



Works Cited
Frey, William. 2018. “The US will become ‘minority white’ in 2045, Census projects.” Brookings

Institute. https://www.brookings.edu/blog/the - avenue/2018/03/14/the - us- will- become - minority - white - in-
2045 - census- projects/.

Government Alliance on Race and Equity. 2015. “Dane County Wisconsin: Racial Equity Analysis &
Recommendations.” Center for Social Inclusion. https://racialequityalliance.org/wp - content/
uploads/2015/09/Dane_County - Racial_Equity - Analysis.pdf.

Kalamazoo County Government. 2019. “Kalamazoo County Government: Strategic Plan.”
https://www.kalcounty.com/dei/pdf_files/Kalamazoo%20DandI%20Strategy%20.pdf.

Municipal Research and Services Center. 2023. “Diversity, Equity, and Inclusion Resources for Local
Governments.” https://mrsc.org/explore - topics/governance/engagement/diversity - equity -
inclusion.

Multnomah County Office of Diversity and Inclusion. 2019. “Multnomah County Workforce Equity
Strategic Plan.” https://multco - web7- psh- files- usw2.s3- us- west - 2.amazonaws.com/ 
s3fs- public/workforce%20equity%20strategic%20plan%202018%20final%204_9_18.pdf.

Tamara D. Grigsby Office for Equity and Inclusion. N.d. “Dane County Departments Equity Plans.”
https://equity.countyofdane.com/plans.

US Census Bureau. 2020. “Decennial Census: Race.” United States Census Bureau. https://data.
census.gov/ table?q =population&g =050XX00US41051,55025_160XX00US5548000,4159000_040XX00US41,
55.

US Census Bureau. 2020. “QuickFacts: Dane County, Wisconsin.” United States Census Bureau.
https://www.census.gov/quickfacts/fact/table/danecountywisconsin/POP010220#POP010220.

Washington County Administrative Office. 2018. “Recommendations for Internal Diversity, Equity and
Inclusion (DEI) Efforts.” https://www.washingtoncountyor.gov/cao/documents/
dei - think - tank- report/ download?inline .

Washington Office of Financial Management. 2021. “Workforce Diversity and Inclusion Q&A.”
https://ofm.wa.gov/state - human- resources/workforce - diversity - equity - and- inclusion/statewide - diversity -
equity - and- inclusion - council/workforce - diversity - and- inclusion - qa.

Wingfield, Adia. 2022. “U.S. workers are becoming more diverse in race, ethnicity and age —but
companies aren't keeping up.” CBS News. https://www.cbsnews.com/news/workplace -
diversity - retention - recruitment - race- ethnicity - age/.

Yakima City Council. 2017. “Equity Study.” https://www.yakimawa.gov/council/equity - study/.

Alliant Energy Center. 2020. “2021 Equity, Diversity, and Inclusion Plan.” https://equity.countyofdane.
com/documents/PDFs/Equity - Plans/Alliant - Energy- Center - Equity - and- inclusion - plan- 2021.pdf

City of Takoma Office of Equity and Human Rights. 2015. “Handbook for Recruiting, Hiring &
Retention: Applying an Equity Lens to Recruiting, Interviewing, Hiring & Retaining Employees.” 
https://mrsc.org/getmedia/c25fb6a1 - 5105- 472b- a67e- cf10ce61eb4f/
t3equityhire.pdf.

Corrigan, Sharon and Sheila Stubbs. 2014. “County Board Unanimous on Equity Initiative.” Dane
County. https://www.countyofdane.com/PressDetail/3392.

Dane County Circuit Court Juvenile Court Program. 2019. “Dane County Juvenile Court Program (JCP)
Racial Equity Plan 2019.” https://equity.countyofdane.com/documents/PDFs/Equity - Plans/
Juvenile- Court - Program- Equity - plan- 2019.pdf.

Dane County Department of Administration. 2016. “Equity and Inclusion Plan.” https://equity.county
ofdane.com/documents/PDFs/Equity - Plans/Department - of- Administration - Equity - Plan.pdf.

Dane County Department of Human Services. 2022. “2022 Equity Plan.” https://equity.countyofdane.
com/documents/PDFs/Equity - Plans/2022/DCDHS- Equity - Plan- final.pdf.

Dane County Emergency Management Agency. 2019. “Diversity and Inclusion Plan.” https://equity.
countyofdane.com/documents/PDFs/Equity - Plans/Emergency - Management - Diversity - and- Inclusion-
Plan-- 9- 16- 19.pdf.

Dane County Medical Examiner’s Office. 2019. “Equity and Inclusion Plan.” https://equity.
countyofdane.com/documents/PDFs/Equity - Plans/2019- ME- Equity - Plan- FINAL.pdf.

Dane County Planning and Development Department. 2020. “Plan for Racial and Gender Equity and
Inclusion (RGEI).” https://equity.countyofdane.com/documents/PDFs/Equity - Plans/
RGEI- Final- Plan- 03.05.20.pdf.

Dane County Sheriff’s Office. 2018. “Equity Work Plan.” https://equity.countyofdane.com/documents/
PDFs/Equity- Plans/DC- Sheriff- s- Office -- Equity - Work- Plan.pdf.

Dane County Racial Equity and Social Justice Team. 2016. “Equity Assessment of Current
Recruitment/Hiring Practices: An Opportunity to Move Equity Forward.” https://board.
countyofdane.com/documents/pdf/reports/Equity - Assessment - Recruitment - and- Hiring.pdf.

Diversity, Equity & Inclusion Committee. 2022. “Together, We Can: Diversity, Equity & Inclusion
Strategic Plan.” Cumberland County Government. https://www.cumberlandcountync.gov/docs/
default - source/commissioners - documents/ dei - committee/2022/dei - committee_strategic -
plan_01142022.pdf?sfvrsn=8e823743_2.


	Slide Number 1
	Slide Number 2
	Slide Number 3
	Slide Number 4
	Slide Number 5
	Slide Number 6
	Slide Number 7
	Slide Number 8
	Slide Number 9
	Slide Number 10
	Slide Number 11
	Slide Number 12
	Slide Number 13
	Slide Number 14
	Slide Number 15
	Slide Number 16
	Slide Number 17
	Slide Number 18
	Slide Number 19
	Slide Number 20
	Slide Number 21
	Slide Number 22
	Slide Number 23
	Slide Number 24
	Slide Number 25
	Slide Number 26
	Slide Number 27
	Slide Number 28
	Slide Number 29
	Slide Number 30
	Slide Number 31
	Slide Number 32
	Slide Number 33
	Slide Number 34
	Slide Number 35
	Slide Number 36
	Slide Number 37
	Slide Number 38
	Slide Number 39
	Slide Number 40
	Slide Number 41
	Slide Number 42
	Slide Number 43
	Slide Number 44

