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COUNTY BOARD OF SUPERVISORS

NOTICE OF MEETING

NOTE: UNDER THE KENOSHA COUNTY BDARD OF RULES OF PROCEDURE ANY REPORT, RESOLUTION, ORDINANCE OR MOTION APPEARING
O THIS AGENDA MAY BE AMENDED, WITHDRAWN, REMOVED FROM THE TABLE, RECONSIDERED OR RESCINDED IN WHOLE OR IN PART AT
THIS OR AT FUTURE MEETINGS. NCTICE OF SUCH MOTIONS TO RECDNSIDER OR RESCIND AT FUTURE MEETINGS SHALL BE GVEN IN
ACCORDANCE WITH SEC. 210(Z) OF THE COUNTY BOARD RULES. FURTHERMORE, ANY MATTER DEEMED BY A MAJORITY OF THE BOARD TO
EE GERMANE TO AN AZENDA ITEM MAY BE REFERRED TO THE PROPER COMMITTEE. ANY ITEM SCHEDULED FOR THE FIRST OF TWO
READINGS IS SUBJECT TO A MOTION TO SUSPEND THE RULES IN ORDER TO PROCEED DIRECTLY T DEBATE AND VOTE. ANY PERSON WHO
DESIRES THE PRIVILEGE OF THE FLOOR PRICR TO AN AGENDA ITEM BEING DISCUSSED SHOULD REQUEST A COUNTY BOARD SUPERVISDR
TOCALL SUCH REQUEST TO THE ATTENTICN OF THE BOARD CHAIRMAN

NOTICE IS5 HEREBY GIVEN the Committee Of The Whole Meeting of the Kenosha County
Board of Supervisors will be held on Tuesday, the 5th of March, 2024 at 6:15 P.M., in the
County Board Room located in the Kenosha County Administration Building, 1010 56th St,
Kenosha, WI. The following will be the agenda for said meeting:

Call To Order By Chairman Mudo

Pledge Of Allegiance

Roll Call Of Supemvisors

Update On Human Semnvices Building Project

m o o o »

Adjourn


https://www.kenoshacounty.org/203f4c23-e731-41ea-b768-81281f286065
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_ Executive Summary Racial Equity Best Practices Recommendations and Next Steps Appendix

Introduction

Racial Equity for Arlington County Government is defined as “eliminating gaps so that race does not predict one’s success in life and improving
outcomes for all. This approach centers those who are at a systemic disadvantage and moves beyond a service-based approach toward
focusing on policies, institutions and structures.”

Measurable competencies that determine the County’s level of commitment to advance Racial Equity, Diversity and Inclusion.

Institutional Commitment: Racial Equity is an organizational priority at an enterprise level with dedicated talent, resources, and accountability
structures established to ensure effective execution and success.

Leadership Commitment: Manager, supervisors and leaders at the department/functional level have taken ownership of Racial Equity by
establishing goals, setting expectations, leading by example and implementing policies and practices to advance Racial Equity.

Capacity Building: Measure of how well an organization establishes collaborative partnerships with external stakeholders who have a shared
purpose to advance Racial Equity.

Data and Disparities: Measure of how well an organization measures (collects), monitors (tracks) and manages (evaluates) data disaggregated by
race and ethnicity.

Belonging and Inclusion: Measure of employee’s feelings of being valued, accepted and empowered within an organization.

Knowledge and Competence: Measure of employee’s knowledge, skills and ability to advance Racial Equity.

()
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Introduction _ Road to Commitment Recommendations and Next Steps Appendix

What is our Level of Racial Equity Commitment?
OVERALL COMMITMENT

Kenosha County employees responded to 34 statements measuring the institution’s strength of commitment for making Racial Equity standard

operating procedure, as well as additional requested items on diversity, equity and inclusion conversations with personal, social, and professional
networks, which were not included in the continuum scoring and used for informative insights only.

The results of the aggregate responses identified Kenosha County on the below Racial Equity continuum as compliant (see appendix Racial
Equity continuum definitions).

DIVERSITY, EQUITY AND INCLUSION COMMITMENT

IMPEDES

ADVANCES
Y21 Y23
COLOR BLIND CAUTIOUS COMPLIANT COMMITTED
INSTITUTIONS INSTITUTIONS INSTITUTIONS INSTITUTIONS
S
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Introduction _ Road to Commitment Recommendations and Next Steps Appendix

Year over Year Aggregate Results on Racial Equity Commitment

RACIAL EQUITY COMMITMENT

COLOR BLIND CAUTIOUS COMPLIANT COMMITTED
INSTITUTIONS INSTITUTIONS INSTITUTIONS INSTITUTIONS

INSTITUTIONAL
LEADERSHIP

CAPACITY BUILDING
DATA & DISPARITIES
BELONGING & INCLUSION

KNOWLEDGE & COMPETENCE

2021
2023
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Introduction _ Road to Commitment Recommendations and Next Steps Appendix

White and People of Color (POC) Consensus on Racial Equity Commitment

RACIAL EQUITY COMMITMENT

COLOR BLIND CAUTIOUS COMPLIANT COMMITTED
INSTITUTIONS INSTITUTIONS INSTITUTIONS INSTITUTIONS Gap
INSTITUTIONAL 24 *
COMMITMENT
LEADERSHIP
%
COMMITMENT -20
CAPACITY BUILDING 35 %
COMMITMENT
DATA & DISPARITIES 60 %
COMMITMENT
BELOMGING & INCLUSION 25 %
COMMITMENT
KNOWLEDGE & COMPETENCE 12
COMMITMENT ’
. . . . . White Score (n =126, 55.5%)
Highest Priority Moderate Priority Lowest Priority
_ N o _ _ _ I rocscore (n =43, 18.9%)
» Data & Disparities » Institutional Commitment » Leadership Commitment = Statistically significant gap, p <.05
» Capacity Building Commitment » Belonging & Inclusion » Knowledge & Competence Not Included in Graph
Commitment Commitment Unknown/PNS (n =58, 25.6%)
()
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Introduction _ Road to Commitment Recommendations and Next Steps Appendix

White Consensus on Racial Equity Commitment

There was not a significant change in overall racial equity commitment for White Kenosha employees from 2021 to 2023. There were increases

in institutional, data & disparities, and knowledge & competence commitment scores. There was a decrease in leadership commitment scores for
white employees.

e White 2021 White 2023 Change Trend

(n=204) (n =126)

OVERALL RACIAL EQUITY COMMITMENT 376 (069) 379 (0.79) 0.03 -
INSTITUTIONAL 357 (101) 368 (1.06) 011 * 4

LEADERSHP 383 (089) 379 (1.03) 004 Y

CAPACITY BUILDING 344 (1.10) 343 (1.14) -0.01 -

DATA & DISPARITES 315 (1.08) 334 (1.14) 0.19 = 4

BELONGING &INCLUSION 407 (0.87) 406 (0.90) -0.01 -

KNOWLEDGE & COMPETENCE 393 (077) 398 (0.77) 005* 4

Mumbers in parentheses = Standard Dewviations; ** Statistically significant change =.15, p < .05;
* Statistically significant change =.04, p = 10 ; Change = 2023 minus 2021

e
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Introduction Executive Summary Road to Commitment Recommendations and Next Steps Appendix

People of Color (POC) Consensus on Racial Equity Commitment

There was a significant increase in overall racial equity commitment for POC Kenosha employees from 2021 to 2023. There were significant
increases in five commitment scales. The biggest change was a decrease in data & disparities commitment scores from 2021 to 2023.

POC 2021 POC 2023 Change Trend
(n =49) (n=43)
OVERALL RACIAL EQUITY COMMITMENT 354 (0.85) 3.9 (0.90) 005 ~ 1T
INSTITUTIONAL 338 (1.21) 344  (113) 006 * T
LEADERSHIP 3.505  (1.14) 3.56 (1.159) 0.03 -
CAPACITY BUILDING 3.04 (1.22) 3.08 (1.19) 004 ~ T
DATA & DISPARITIES 295 (1.32) 274 (117) 021 * €
BELONGING & INCLUSION 373 (1.04) 381 (1.06) 008 * T
KNOWLEDGE & COMPETENCE 3.99 (0.76) 409 (0.80) 010 ~ T

MNumbers in parentheses = Standard Dewviations; ** Statistically significant change =15, p = .05;
* Statistically significant change =04, p < 10 ; Change = 2023 minus 2021

N
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Introduction _ Road to Commitment Recommendations and Next Steps Appendix

What is our ACTUAL Level of Racial Equity Commitment?
OVERALL COMMITMENT

Aggregate levels of Racial Equity Commitment can be blind spots for organizations. In order to truly apply a Racial Equity Mindset requires
disaggregating data to focus on the racial consensus gap between White employees and employees of color (POC), which has revealed that
Kenosha County has an actual Racial Equity Commitment score of not 3.72, but 3.59. The road to commitment for Kenosha County will require
maintaining a gap between White and POC scores of .20 between the two groups (see appendix page 38) as well as increasing the overall

score to at least 3.75. The current results of the racial consensus still identifies the association on the below Racial Equity continuum as
compliant (see appendix Racial Equity continuum definitions).

DIVERSITY, EQUITY AND INCLUSION COMMITMENT

IMPEDES 359 3..2 4 ADVANCES

Y21 Y23
COLOR BLIND CAUTIOUS COMPLIANT COMMITTED
INSTITUTIONS INSTITUTIONS INSTITUTIONS INSTITUTIONS
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Introduction Executive Summary Road to Commitment Recommendations and Next Steps Appendix

County Employee Disparity Analysis

Overall, the availability of people of color for County jobs is 30.8 percent, indicating that people of color might be expected to fill about
30.8 percent of various job positions within the County. Currently, people of color are represented in about 20 percent of County jobs.

_ . Availability Kenosha Kenosha County
Racial/Ethnic Group _ I
Metro Counties | County Availability Workforce

Hispanic or Latino 13.3% 11.8% 8.3%
White 69.2% 78.8% 80.2%
Black or African

R ! 11.2% 6.1% 9.1%
Asian American 4.4% 1.5% 1.0%
2 Or more races

e e / 1.8% 1.7% 0.9%

Data is composite of EEOC job group categories table (EEOALL6R) State/Local Government Job Groups
Officials/Administrators, Professionals, Technicians, Protective service: Sworn and Non-sworn,
Administrative support, Skilled Craft, Service/Maintenance within the following Wisconsin counties; Kenosha
County, Milwaukee County, Walworth County, Waukesha, Racine and Lake County, IL. Source 2018
Census American Community Survey 5-Year Estimates Equal Employment Opportunity and Kenosha
County 2021 EEO-4 Report

S
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Introduction

A disparity index of 100 indicates an exact
match between representation and
availability for a particular group overall, and
for a particular job category, also called
parity or achieving equitable outcomes. An
index score of less than 100 indicates a
disparity between representation and
availability. A disparity index of less than 80
indicates a significant disparity between
representation and availability and would
trigger racial inequity.

Data is composite of EEOC job group categories
table (EEOALLG6R) State/Local Government Job
Groups Officials/Administrators, Professionals,
Technicians, Protective service: Sworn and Non-
sworn, Administrative support, Skilled Craft,
Service/Maintenance within the following
Wisconsin counties; Kenosha County, Milwaukee
County, Walworth County, Waukesha, Racine
and Lake County, IL. Source 2018 Census
American Community Survey 5-Year Estimates
Equal Employment Opportunity and Kenosha
County 2021 EEO-4 Report
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County Employment Disparity Analysis (cont.)
Racial Equity Analysis Kenosha County Workforce Representation

:

I

Asian American - 22.9% :
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Introduction Executive Summary Road to Commitment Recommendations and Next Steps _
County Employment Disparity Analysis (cont.)

Racial Equity Analysis for Officials and Administration Officials and Administrators: Occupations in which
employees set broad policies, exercise overall
0% 20% 40% 60% 80% 100% 120% 140% 160% 180% 200% responsibility for execution of these policies,

direct individual departments or special phases of
the agency’s operations , or provide specialized
consultation on a regional, district or area basis.
Includes: department heads, bureau chiefs,
division chiefs, directors, deputy directors,

police and fire chiefs.
Hispanic or Latino _ 38.7%

1
Asian American | 0.0% :
1
1
1
1

I

I

:

: A disparity index of 100 indicates an exact

: match between representation and

I availability for a particular group overall, and

: for a particular job category, also called

'| parity or achieving equitable outcomes. An

| index score of less than 100 indicates a

: disparity between representation and

White _ 110.0% availability. A disparity index of less than 80
! indicates a significant disparity between

representation and availability and would

trigger racial inequity.

Two or more races/Other = 0.0%

Data is composite of EEOC job group categories table (EEOALL6R) State/Local Government Job Groups Officials/Administrators, Professionals,
Technicians, Protective service: Sworn and Non-sworn, Administrative support, Skilled Craft, Service/Maintenance within the following Wisconsin
counties; Kenosha County, Milwaukee County, Walworth County, Waukesha, Racine and Lake County, IL. Source 2018 Census American
Community Survey 5-Year Estimates Equal Employment Opportunity and Kenosha County 2021 EEO-4 Report

()
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Evidenced-based Best Practices

KENOSHA COUNTY
CURRENT STATUS

10

11

12

13

14
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Dedicated position responsible for DEI (e.g. diversity officer)
Council or committee monitoring DEI progress
Collects demographic data on applicants and current employees

Collects demographic data on volunteers, vendors and contractors

Disparity analysis conducted to identify if any racial or gender inequities
exist within employment, service delivery/programs, procurement,
boards/committees

Written DEI action plan with validated benchmarks and targets

Senior leaders are engaged in DEI goal setting

Leadership performance and/or compensation (e.g. bonuses if applicable)
tied to DEI goals

DEI goals, targets and metrics monitored at least quarterly

Internal and external stakeholder reports are shared to communicate
progress on DEI goals (e.g. annual county reports, DEI action plans)

Formal mentoring program available for all employees

DEI training available for all job levels, but not mandatory

Conducts periodic employee engagement surveys to measure workplace
climate, belonging and inclusion

Employee survey response data is disaggregated by demographic groups
(e.g. race/ethnicity, gender)

Report Page 41
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Not started: practice not present, inactive or
currently undetermined

Emerging: discussions and considerations of the
practice are awaiting approval decision

Establishing: practice partially in place or
process for implementation has started

Reinforcing: practice currently present and active

Racial Etﬂity Group




Recommendations and Next Steps...

O Reinforce commitment to becoming a committed institution and implementing best practices

O Develop and expand capacity for data gathering and analysis to identify opportunities and impediments to advancing
racial equity

O Leverage the voice and recommendations of the Diversity Task Force and other internal stakeholders to identify and
implement policies and practices that advance DEI

O Continue to develop DEI action plans by division with department leaders

Q Conduct disparity analysis for utilization and barriers to access, quality and treatment when constituents access County
services and programs

O Conduct disparity analysis for representation of vendors and contractors in regard to purchasing and procurement

O Continue to monitor progress in becoming a committed institution

e
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