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Membership:  Open to all Manager of Color in Multnomah County
Charter:

The Managers of Color (MOC) is the oldest employee network group in Multnomah County.  MOC has been chartered since March 20, 1997.  It is the oldest chartered diversity group in Multnomah County.
Origin:

The MOC came into existence based on findings from a report issued by Nesby & Associates, Inc. in 1984, which found “managers of color and whites held divergent perceptions of communication, management treatment and opportunities that exist within the organization.”   The MOC employee network group was established to assist the County in closing this gap to assure greater opportunities for equity around these issues.  A recent employee survey results show that, “Gay/lesbian, differently-abled, and non-white employees were significantly more likely to have experienced discrimination, and native English speakers felt they needed more training than non-native English speakers.
Service:

MOC has served four Chairs of Multnomah County; Chair Gladys McCoy, Chair Beverly Stein, Chair Diane Linn, and, currently, Chair Ted Wheeler.

Mission:

To improve the work environment, to support managers of color, and to enhance cultural diversity in Multnomah County.

Annual Performance Report of Goals and Results FY 2008-2009

1. Diversity Initiative

Goal:  1) In an effort to help revitalize action on the Diversity Initiative, the MOC took the leadership role of advancing aspects of the Initiative and proposing a policy.  Our attention to those portions of the Diversity Initiative has focused on creating a policy. Work with the Chair’s office and ODE on critical diversity issues to implement change.  2) Meet regularly with the Chair, ODE, and HR to advance change.
Results:  1) We have redrafted a Diversity and Inclusion policy statement and are in the process of preparing to send it to the Chair and the Office of Diversity and Equity to promote an organizational mandate on diversity and equity.  These recommendations are based on our joint conversation regarding creating a values statement on diversity.  2)  The Chair has selected a member of the MOC to sit on his Diversity Advisory Committee to provide him with advice and information pertaining to issues of Diversity and Equity in the County.  3)  The Chair, ODE director, and HR met quarterly with MOC general membership meetings to provide updates and hear concerns and recommendations.
2. Human Resources Accountability and Transparency

Goal:  To ensure adherence to established human resources policies and procedures.  Develop a check and balances approval system that ensures, recruitment, selection, and promotional decisions are made with out bias.  To urge transparent and equitable processes around promotion and succession planning that provides that minority and diverse employees benefit from these promotional opportunities.
Result:  During the MOC monthly general membership meetings, met separately and jointly with the Chair, Office of ODE, and Central HR director to discuss MOC’s priorities in these areas.  MOC met with Travis Graves and Carol Ford to press for movement on HR strategic plan that underscores transparency and accountability, press for County wide Performance Management system, curtail inappropriate process regarding temporary appointments, and access to promotional opportunities within the organization. Due to budget cuts, the HR function of creating and analyzing reports was eliminated.  MOC identified key reports that are necessary to provide the County with a diversity/equity‘dashboard’ to identify its progress and to highlight areas within the organization that still require attention and correction.
3. MOC Internal and External Organizational Strategies to Promote Change
Goal:  Build consensus, identified strategies, and subcommittees for MOC.  Below are the areas of key focus
Results:  During the 6/11/08 Retreat, work group outcomes were identified.
· Be a resource for best practices and resources – identify, gather, and support.

· Build strategic Community Relationships and Partnerships.  MOC has met with other ENG’s , Kaiser, the City of Portland, and Providence Health & Services to share and learn from one another to advance diversity efforts and knowledge across systems.
· Increase responsiveness and MOC message to current, incidents, events to exact change, increased organizational accountability

4. Promote and Acknowledge Diversity Champions in the Department
Goal: 1) Identify the annual Fleming Award recipient, 2) Hold events that acknowledge, educate employees, and celebrate role models who champion diversity, equity, and social justice.

Result:   1) On January 14th, MOC held its annual Martin Luther King, Jr. event at which the Fleming Award was given to Robert Phillips for his dedicated, stalwart and 24 year history of involvement in civil rights at the local and state level.  The MLK event is an annual remembrance activity that brings employees and members of our community together to celebrate the life of a man responsible for certain civil rights from which we all benefit.  2)  For the first year ever, MOC held an event to honor the civil rights work of Cesar E. Chavez.  This well attended event brought to light the history and advances toward equity promoted by Cesar Chavez for County employees via a film and a presentation by a local Latino activity and community organizer, Jose Romero.
5. Participate in Activities that Promote and Advance Cultural Competency, Diversity and Inclusion at Multnomah County.
Goal:  Seek opportunities and events in which to provide support and expertise to efforts promoting diversity and inclusion.

Results:  1)  MOC continues to be an active member of the Public Employees Diversity Conference Planning Committee.  The Committee has increased it membership to include several surrounding county jurisdictions, PDC, and Metro.  This years’ Diversity Conference will be held on October 27th and the theme will be “The Economics of Diversity:  Maintaining Gains and Moving Forward’.  Recently, MOC received notice that it will be acknowledged for its public service work and receive a Diversity award at this year’s conference.  2)  MOC is an active member of the Chair’s Diversity Advisory Committee.  3)  MOC has partnered with the Operations committee to sponsor the Management Forum on “Managing in a Multi-and Trans- general Work Environment” slated for September 30th, 2009.
6. Affirmative Action Office Reporting Relationship Realigned
Goal:  For many employees, the MOC serves as an ear for their fears and frustrations – real or perceived – as they consider their course of action for resolution of their 
Individual problems.  Even before Dr. de Bardelaben’s interviews, MOC had become aware that employees had a distrust of the complaint process given its links to the 
Human Resources Office.  MOC strongly advocated to the Chair and the HR director, that the Affirmative Action Officer needed to be report to someone other than the Director of Human Resources, be well resourced, and, of critical importance, that the reporting relationship be realigned.  
Result:  Realignment of the Affirmative Action Office into the Office of Diversity and Equity was accomplished.  The office can now operate without undue influence and the real or perceived conflict of interest with Human Resources management.  MOC’s efforts to strengthen diversity and affirmative action accountability resulted in moving the Affirmative Action Program out of HR, to the Director’s Office of County Management, to the Office of Diversity, Equity and Affirmative Action. This move allows for greater advocacy, HR accountability, and confidential availability to consult with employees on complaints. After, providing recommendations to the Chair and the HR director, the complaint process is still a work in progress. MOC will continue to advocate for the timely creation of a clear, transparent and responsive complaint process.
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