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Executive Summary 
The author recommends:  
1. Establish a statewide Office of Equity. 
2. Expand and adjust the Capitol Collaborative on Race & Equity (CCORE) to build groundwork 

for an Office of Equity. 
 
Structural racism persists in U.S. society to this day. The current coronavirus (COVID-19) pandemic is 
highlighting and exacerbating racial inequities, with millions of people of color experiencing 
disproportionate impacts and increasing vulnerabilities due to racial inequities. Historically, 
governments have created, maintained, and exacerbated these inequities – including California state 
government.  
 
The mission of California state government is to serve all Californians, and Gov. Gavin Newsom’s 
“California for All” message clearly vocalizes this. To serve all Californians, the state government must 
advance racial equity and center the needs and desires of communities of color, especially those that 
have been marginalized and oppressed. Just as racism is a structural and intersectional issue, racial 
equity must also be approached in a structural and intersectional way. Communities of color know 
their experiences, struggles, and solutions the best; they must be at the heart of the pursuits to 
achieve racial equity. Therefore, California state government must change its systems to structuralize 
and embed racial equity by centering on the lived experiences of communities of color in all its 
programs and policies.  
 
State government has made progress in advancing racial equity through the Capitol Collaborative on 
Race and Equity (CCORE). The first state government-level initiative of its scale, CCORE (formerly the 
Government Alliance on Race and Equity Capitol Cohort) is a movement and learning community of 
California state government entities working together since 2018, to plan for and implement 
activities that embed racial equity approaches into institutional culture, policies, and practices. The 
initiative features a public-private partnership between the Public Health Institute and the state 
government’s Health in All Policies Task Force, convened in partnership with the California Strategic 
Growth Council and the California Department of Public Health. In addition to the community of 
practice, CCORE offers two capacity building components: 1) a training program for state government 
entities, and 2) a staff team that provides targeted coaching and peer-to-peer support to the CCORE 
community. 
 
For this report, the author conducted 26 interviews to understand and compare the following three 
strategy alternatives according to impact and feasibility: 1) continue CCORE, as-is; 2) expand and 
adjust CCORE; and 3) establish a statewide Office of Equity. This report lists necessary factors and 
considerations for creating the proposed Office of Equity, along with common themes identified from 
the interviews. 
 
Based on the findings, the author recommends that CCORE be expanded and adjusted in the 
immediate present to build momentum for establishing a statewide Office of Equity, which will 
structuralize and embed racial equity across the state government. The Office of Equity will result in 
high impact and necessary coordination of racial equity work and community engagement across the 
state government. These actions are imperative especially as the COVID-19 crisis demonstrates that 
racial equity cannot be optional but must be a priority for California state government.

https://sgc.ca.gov/programs/hiap/racial-equity/
https://sgc.ca.gov/programs/hiap/racial-equity/
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Part I: Problem Definition, Methods, and 
Background 
 

Problem Definition 
Throughout the history of the United States, government at all levels has played and continues to 
play a significant role in creating, maintaining, and exacerbating racial inequities through policies, 
systems, and practices. California is no exception. Despite significant efforts over the course of recent 
decades to ban discriminatory action and remedy harms, communities of color continue to be 
especially harmed by racial inequities, which contradict the government’s mission to serve all its 
people. State government will need to radically transform its systems to achieve racial equity for all 
Californians.  
 
This report responds to the problem definition by providing recommendations for system changes to 
normalize, organize, and operationalize racial equity in California state government.  
 

Methods 
The author conducted this research following the policy analysis protocols of the Goldman School of 
Public Policy. This involves use of the “Eight Fold Path” developed by Eugene Bardach:i 

1. Define the problem 
2. Assemble the evidence 
3. Construct the alternatives 
4. Select the criteria 
5. Project the outcomes 
6. Confront the trade-offs 
7. Decide 
8. Tell your story 

 
Additionally, the author reviewed documents for establishing background knowledge on the report, 
including prior analyses of surveys on the Capitol Collaborative on Race and Equity (CCORE) 
participants, Government Alliance on Race and Equity (GARE) documents, Washington state’s Office 
of Equity Preliminary Recommendations, etc. The author also applied the GARE framework of 
“normalize, organize, operationalize” to the themes found from interviews. 
 

Interviews 
The author conducted 23 phone interviews with 26 informants between late February and late April 
of 2020. Informants consist of employees and leaders within California state government, including 
participants in CCORE; employees from other state governments; and subject matter experts. Three 
interviewees requested anonymity. Interviews ranged from 30 to 60 minutes. The author conducted 
most interviews based on recommendations from the Health in All Policies (HiAP) Task Force staff and 
the remaining interviews using snowball sampling. 
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All quotes and information, including those that are anonymized or not attributed, were confirmed 
with each informant when possible.  
 

Background 
California State Government’s History of Structural Racism and 

Commitment to Social Justice  
To envision a future that achieves racial equity, California state government must understand its past 
and present. The state government faces a long history of structural racism and bigotry. Though 
California banned slavery when it was first established as a state in 1850, the first state governor 
banned Black people from moving to or living in California, which had already started in the 1840s 
and continued in the 1850s.ii Between the 1840s and 1870s, the state government declared a “war of 
extermination” against Indigenous populations, known as the California Genocide.iii The state enacted 
Jim Crow laws that remained in effect through the 20th century to reinforce racial segregation 
against Black, Asian, Latine,1 and Indigenous populations.iv California participated in the mass 
deportations of 2 million residents of Mexican heritage in the 1930s and 1940s.v  
 
Beginning in the 1930s, redlining and housing discrimination against people of color led to further 
segregation and gentrification that exist to this day. These practices prevented people of color from 
building wealth while facilitating ongoing mass investments almost exclusively to White people.vi 
Mass incarcerations in California has further systematized the disenfranchisement of Californians of 
color. Two examples, among many others, are the Japanese internment camps of the 1940svii and the 
three strikes legislation that disproportionately punished Black men in the 1990s.viii Dog whistle 
politics also created resentment, fear, and blame against people of color, leading to disinvestments to 
communities of color and an increase in policing and mass incarcerations.ix The list goes on, and 
Californians of color live with the persistent effects of these injustices.x  
 
California state government continues to play a role in structural, systemic racial inequities. In 
addition to creating racial inequities, the state government has maintained and even exacerbated 
them over time. Racial inequities prevent the state government from fulfilling its mission to serve all 
Californians, especially when state government directly contributes to the racial inequities itself.  
 

“If in fact you're trying to make sure that all people are benefiting, succeeding, and 

participating fully in the economy and society [but] you have ongoing racial inequities 

that are marginalizing specific groups of people from doing that, then you can't be an 

effective government entity.” 

Dwayne Marsh, former Co-Director of GARE 

 

 

 
1 The term “Latinx” is also an inclusive gender-neutral term for this ethnic identity. The author chooses to use 
“Latine,” which is easier to pronounce in Spanish than “Latinx.”  
Blas, T. “’Latinx’ is growing in popularity. I made a comic to help you understand why.” Vox, October 23, 2019. 
https://www.vox.com/the-highlight/2019/10/15/20914347/latin-latina-latino-latinx-means.  

https://www.vox.com/the-highlight/2019/10/15/20914347/latin-latina-latino-latinx-means
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To truly serve all Californians, California government has an imperative to advance racial equity. To 
do so, the state government needs a clear, unified definition of racial equity. However, at present, 
that does not exist. This alludes to the lack of a shared understanding of racial equity within the state 
government. For the purposes of this report, the definition of racial equity used will be a combination 
of the definitions from the HiAP Task Force and from PolicyLink, a national research and action 
institute advancing racial and economic equity. HiAP defines racial equity “when race can no longer 
be used to predict life outcomes and outcomes for all groups are improved.”xi PolicyLink defines racial 
equity as the “just and fair inclusion into a society in which all people can participate, prosper, and 
reach their full potential”xii regardless of race and ethnicity. 
 
Under the current administration of California Governor Gavin Newsom, there are opportunities for 
significant policy change for racial equity. One example is the governor’s Executive Order that issues 
an apology to Native Americans for the state government’s “violence, exploitation, dispossession and 
the attempted destruction of tribal communities” throughout history. The Executive Order also 
established a tribally-led Truth and Healing Council to correct the historical record.xiii The most 
prominent opportunity is Governor Newsom’s “California for All” mission, in which he proposed a 
2019-20 budget that “funds a comprehensive early childhood plan, more affordable paths for higher 
education, brings the state closer toward health care for all, and takes meaningful steps to addressing 
the housing crisis.”xiv 
 
Governor Newsom's June 1, 2020 update on racial justice demonstrations across the state are 
particularly relevant and serve as a call to action: 
 

“We don’t systemically, foundationally address the root of these issues - we prune. We 
don’t tear out the institutional racism from all of our institutions large and small. We 
don't. We know that. The community knows that. You’re seeing that manifested out in 
the streets. The last five days. They know that. The question is do we?” 

 
“The Black community is not responsible for what’s happening in this country right now. 
We are.... Our institutions are responsible. We are accountable to this moment... We 
have a unique responsibility to the Black community in this country and we’ve been 
paying lip service to that for generations.” 

 
“Are we prepared to do something differently about that?... What are we going to do 
differently – fundamentally, foundationally – not in the short run, but in the long run to 
do justice to this moment?” 

- California Governor Gavin Newsom 
 
 

The HiAP Task Force and CCORE 
Established through the Executive Order S-04-10 in 2010, the HiAP Task Force strives to advance 
health, equity, and environmental sustainability in California. The first state-level Health in All Policies 
initiative in the country, the Task Force convenes 22 members of state government departments and 
agencies to integrate health and equity into state-level programs and policies. Task Force members 
include the Office of the Attorney General and the Environmental Protection Agency. The California 
Department of Public Health (CDPH), Strategic Growth Council, and the Public Health Institute (PHI; 
an independent nonprofit committed to health equity) staff the program.xv 
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One of the most notable achievements of the HiAP Task Force is the Capitol Collaborative on Race 
and Equity. In collaboration with the national network Government Alliance on Race and Equity 
(GARE) and the HiAP Task Force, PHI piloted CCORE (then called the GARE Capitol Cohort) in 2018. 
The first state government-level initiative of its scale in the country, CCORE is a movement and 
learning community of California state government entities working together since 2018, to plan for 
and implement activities that embed racial equity approaches into institutional culture, policies, and 
practices. The initiative features a public-private partnership between the Public Health Institute and 
state government’s Health in All Policies Task Force, convened by the California Strategic Growth 
Council and the California Department of Public Health. In addition to the community of practice, 
CCORE offers two capacity building components: 1) a training program for state government entities, 
and 2) a staff team that provides targeted coaching and peer-to-peer support to the CCORE 
community. CCORE also facilitates enterprise-wide connections to ensure racial equity advances 
horizontally as well as vertically. Across 2018 and 2019, over 200 staff from more than 20 state 
departments and agencies voluntarily participated in the program. Below are the current 
participants:xvi  
 

1. California Arts Council  
2. California Coastal Commission  
3. California Department of Public Health  
4. California Department of Housing and Community Development  
5. California Department of Transportation  
6. California Department of Education  
7. California Department of Corrections and Rehabilitation  
8. California State Lands Commission  
9. California Strategic Growth Council  
10. California Department of Community Services and Development   
11. California Environmental Protection Agency, including: 

12. Air Resources Board 
13. Department of Pesticide Regulation 
14. CalRecycle 
15. Office of Environmental Health Hazard Assessment 
16. State Water Resources Control Board 
17. Department of Toxic Substances Control 

 
CCORE will launch a new Introductory Learning Cohort in August 2020 and expects at least 12 
additional departments and agencies to participate including the California Public Utilities 
Commission, Department of Food and Agriculture, and Department of Fire and Forestry.  
 

The Intersection of COVID-19 and Structural Racism 
The global coronavirus pandemic is ongoing at the time of this report – and is closely related to the 
topic at hand. People of color are disproportionately impacted by the coronavirus across the nation, 
especially those who have pre-existing health conditions.xvii In California specifically, Black and Latine 
Californians are dying at a higher rate from the virus than their counterparts.xviii People of color are 
more likely to feel the economic downturns brought on by the pandemic due to various pre-existing 
economic disadvantages.xix The COVID-19 crisis is made worse for the people of color who may have 

https://sgc.ca.gov/programs/hiap/racial-equity/
https://sgc.ca.gov/programs/hiap/racial-equity/
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no choice but to work on the frontlines. The following is a graphic on how Black populations in 
particular are at higher risk for COVID-19 due to the racial inequities that they experience.xx  
 

 
      

Xenophobia makes the health crisis worse for people of color. For example, Black people face fears of 
discrimination for wearing masks,xxi Asian Americans face increased hate crimes,xxii and 
undocumented immigrants are not provided with the government’s stimulus checks,xxiii while tests or 
treatments of the coronavirus can put them at higher risk of deportation.xxiv  
 
It is critical for the state government to integrate racial equity in emergency responses and recovery 
for this crisis, as well as for future emergency preparedness and responses. California state 
government must take action to shape the future for racial equity.  
 
 

Part II: Recommendations 
The author recommends:  

1. Establish a statewide Office of Equity. 
2. Expand and adjust CCORE to build groundwork for an Office of Equity. 

 

Recommendation 1: Establish a Statewide 
Office of Equity 
While other names may be considered (e.g. “Office of Racial Equity”), for the purposes of this report, 
the author will use the terms “Office of Equity” or “Office.” The Office will help to structuralize and 
embed racial equity in the entirety of the work of the state government, as well as center on the 
needs and desires of communities of color. Racism is an intersectional and structural issue — to 
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dismantle it, an intersectional structure centering on the lived experiences of communities of color 
within state government is necessary.  
 
The below information is based on interviews and a case study of the Washington state’s Office of 
Equity, which was signed into law in early April 2020 and is the first of its kind at a state government 
level. The author reviewed key documents and reports from the Washington State Office and 
conducted key informant interviews with one of the leaders connected to that effort.  
 

Summary of Roles and Functions of a Statewide Office of Equity 

1. Coordinate racial equity work across the departments and agencies in California state 
government as a centralized office. 

2. Cultivate a shared understanding and definition of racial equity. 

3. Ensure incorporation of racial equity priorities and goals in strategic plans and incorporation 
of racial equity competencies in performance review metrics for staff.   

4. Provide training and workforce development. 

5. Conduct state-level community engagement. 

6. Communicate the goals and measured progress of racial equity work of the state government 
internally and externally. 

7. Employ a collaborative, non-punitive accountability and enforcement mechanism. 
 

How to Establish a Statewide Office of Equity 
 

Possible Mechanisms of Establishment  

Several mechanisms may be used to establish a statewide Office of Equity:  

• Legislation placing the Office of Equity in the Governor’s Office will likely have the greatest 
impact. Legislation will signal the state government’s commitment to equity. This will embed 
and institutionalize racial equity at the cabinet level, implying that directors of state-level 
agencies will be evaluated on performance metrics related to racial equity. Legislation will also 
codify the Office of Equity. This will make it more difficult to undermine or dismantle the 
Office if a new administration does not support it. However, the process to secure legislation 
can take much time and resources and will require a legislator to sponsor it (bipartisan 
support is preferred). Success for the legislative approach will require racial equity champions 
in the Governor’s Office, the legislature, or ideally both, which may be difficult to acquire. In 
that regard, this mechanism may have lower feasibility, and the other three mechanisms 
could be explored. 

• An executive order is a relatively simple and fast way to make immediate change if the 
governor supports the initiative. Gov. Newsom has already issued executive orders for several 
related actions, including establishing the office and position of the State Surgeon General in 
January 2019. However, an executive order may not have lasting impact as it may not carry 
weight with future governors. Furthermore, executive orders are generally unfunded. 

• Nonprofit organizations, advocacy groups, and community-based organizations could present 
a proposal to be a part of the budget, with sponsorship from a legislator. If the Budget Act 



11 

 

signed by the governor includes the proposal, then the proposal becomes part of the 
administration’s fiscal plan. This would fund the Office of Equity, but will require much 
coalition building including legislator sponsorship. 

• Whether through the legislative or budget process, the Office could also be established within 
an existing agency like the Government Operations Agency (GovOps). This has been done 
before, but may not fund the Office of Equity. 

 

Identify Funding Mechanisms 

Despite current financial limitations, it is critical that an Office of Equity receives sufficient funds in 
order to ensure an equity lens across all of government’s key areas of work. The following are 
considerations for funding: 
 
Given the all-of-government purpose and need for the Office of Equity, state General Funds should 
resource the Office, similar to departments such as the California Department of Human Resources 
(CalHR) and Department of Finance. However, the General Funds mechanism can be difficult, 
particularly with the COVID-19 emergency responses requiring much unplanned funds and the likely 
high unemployment rate in California next year resulting from the coronavirus pandemic. 
 
Although not ideal, an Office of Equity could be created without any funding, with the intent to 
secure funding later. For example, the Office of Surgeon General was created without funding; it took 
almost a year for the Office of Surgeon General to identify resources for staffing, including some 
creative approaches that involve detailing staff from a number of interested departments including 
CDPH, Health and Human Services Agency, Department of Social Services, and Office of Planning and 
Research. Another example is the Office of Health Equity within CDPH and the Office of Equity within 
California Department of Social Services. Both of these offices have restricted funds tied to existing 
programs but no flexible funding for general equity work within their departments. If the Office of 
Equity follows this route, it will still face the challenge of identifying flexible funds to respond to the 
changing needs of departments across state government. 
 

Key Considerations for Establishing an Office of Equity 

The following are recommended considerations to take when creating a statewide Office of Equity, 
based on interviews and the Washington Office of Equity case study. In order to achieve racial equity, 
the California statewide Office of Equity must consider the following and center on the needs, wants, 
and suggestions from the communities, especially those of color. The below will also strengthen the 
aforementioned roles and functions of the Office of Equity: 
 

1. The Office of Equity must strive not just to treat symptoms, but address the root causes of 
racial inequities, which entails deeply engaging with communities. Using a nuanced approach 
to data collection, analysis, and application and working across a wide range of sectors and 
policy issues are necessary. 

2. Community engagement must shape, be a function of, and inform the work of the Office of 
Equity. Community engagement must be done with respect and cultural humility. 
Communities know their lived experiences, struggles, and solutions the best; the government 
cannot make assumptions on what these are. 
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3. The Office of Equity should value, use, and be informed by data, storytelling, and lived 
experiences. It is important to undertake a values-driven approach rather than an evidence-
based approach as data may not fully and accurately capture the experiences of the 
communities of color and may marginalize and oppress communities further. Data should still 
inform but not drive decision-making. Storytelling can be powerful to help government 
employees understand their role and responsibility in the racial inequities that are reflected 
by the data and lived experiences. 

4. The Office of Equity should ensure a healing-centered approach for addressing and healing 
from internalized biases and oppression for both communities and the state government 
employees conducting the racial equity work. To strive towards racial equity and help 
marginalized and oppressed communities heal, the state government itself needs to embody 
a healing-centered approach, especially as many employees themselves have experienced 
trauma in their work. There needs to be a culture of openness and acceptance for 
vulnerability among state government employees and with communities. 

5. The goal, mission, vision, principles, roles, and responsibilities of the Office of Equity must be 
as specific as possible and driven by values from the communities. The associated risks, 
potential obstacles, gaps, and assumptions in the execution of the Office should also be 
considered. 

6. The authority of the Office of Equity must be clearly established, and the Office should have 
convening authority (i.e. the ability to convene high-level staff). The Office should still have 
convening authority even if every department or agency do not have staff dedicated full-time 
to racial equity work. 

7. The resources necessary for the Office of Equity must be identified, and the Office must 
secure sufficient resources such that its work will not be undermined nor siloed. Relatedly, 
the durability and scale of the Office of Equity must be considered as the Office would take 
much resources and funding, especially given the economic situations resulting from the 
COVID-19 crisis. 

8. There should be liaisons in every department and agency who serve as a point of 
communication between their department or agency and the Office of Equity. Ideally, each 
department and agency will have their own Office of Equity, similar to the CDPH’s Office of 
Health Equity. If it’s not feasible to establish an Office of Equity in every department and 
agency, there should at least be staff who are dedicated to this role to allow coordination, 
input, and responsibility of the department or agency. For example, the Washington Office of 
Equity will have Diversity, Equity, and Inclusion liaisons. These liaisons are needed because 
the statewide Office of Equity will not be able to provide technical assistance at the detailed 
level of, for example, one department’s approach to community engagement. 

9. The Office of Equity should be established alongside a legislative mandate for departments 
and agencies to integrate racial equity in their strategic plans, and the Office will ensure that 
the departments and agencies are integrating racial equity in strategic plans. 

10. When racial equity is embedded in every employee’s work, the output, outcomes, and 
employee performance of the racial equity work must be thoughtfully measured. The 
measurement must incorporate a racial equity lens. Staff from CalHR and labor unions must 
be a part of this conversation. 
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11. The Office of Equity must measure its own progress and report to the Governor and/or 
legislature on its progress. This implies that the Office must establish and measure its yearly 
goals and targets. An annual written report could be one approach, which should be also 
available for public access and input. 

12. The enforcement and accountability mechanisms of the racial equity work mandated by the 
Office of Equity must be thoughtfully and considerably done. Between a “carrot” (i.e. reward 
to induce racial equity work being conducted) and “stick” (i.e. punishment to prevent the lack 
of progress on racial equity work) approach, the Office should take on the “carrot” approach. 
The “stick” approach may result in inauthentic racial equity work, as departments and 
agencies may feel forced to do it; an example of a “stick” approach is withholding funding if a 
department/agency falls behind on its racial equity work. With the transparency, sufficient 
resources, and government-wide support for the racial equity work as a “carrot” approach, 
departments and agencies will be motivated and encouraged to collaborate towards 
accountability. 

13. The Office of Equity should consider building coalitions with other state governments to 
advance racial equity nationwide.  

14. The Office of Equity should consider technological fixes that can help reduce the current 
additional workload from racial equity work, such as anonymizing applications to state 
government job openings by hand.  

15. If a statewide Office of Equity is not deemed to be the appropriate approach to take, then 
institutionalization of racial equity must still occur. Other options may be to have at least 
liaisons across the state government or creating a new function in, for example, the 
Governor’s Office or GovOps. 

 

Early Action: Establish an Office of Equity Committee 

While it will take time to establish an Office of Equity, a Committee that will begin planning and 
pursuing the Office can and should be launched now:  

1. Liaisons from departments and agencies should partake in the Committee. These liaisons can 
begin to identify areas to incorporate racial equity in their department or agency before the 
Office of Equity is established and communicate with each other.  

2. The Committee can highlight the data and lived experiences of the systemic racial inequities, 
especially prevalent and worsened in the time of the coronavirus global pandemic, to make 
the need for the Office of Equity more transparent.  

3. Existing state government employees who may already have been conducting community 
engagement on the field in offices statewide should participate in the Committee. They can 
serve as the trusted messengers and communicators between the state government and 
communities in these times, as they have already established some relationships with the 
communities before the shelter-in-place orders.  

4. A Committee launched now will create infrastructure before the establishment of the Office, 
and, in the less preferable scenario that the Office is not created, this infrastructure can still 
last. 
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Next Steps, in the Context of a Constrained Budget 
In the present, incremental steps need to be taken towards creating an Office of Equity, largely due 
to the impacts on budget and available funding from the unprecedented COVID-19 crisis. It is 
imperative that budget constraints do not derail the racial equity work that is so critical for the 
mission of state government and well-being of all Californians, including during this global pandemic.  
In the current context of a constrained budget, as mentioned above, the CCORE program should be 
adjusted and expanded in order to continue the culture of support for racial equity and create 
momentum for establishing the Office of Equity.  
 
With the ongoing pandemic, it is becoming increasingly evident that racial equity must be pursued, 
particularly in emergency preparedness and response and healthcare. The current administration has 
already shown interest and investment in equity through different task forces (e.g. diversity and 
inclusion task force); increased translations of government resources especially during the COVID-19 
crisis; creating an accommodating, inclusive workspace, etc. By centering and institutionalizing racial 
equity, the Office of Equity will allow Gov. Newsom’s administration to move closer to achieving its 
“California for All” mission. 
 

Recommendation 2: Expand and Adjust 
CCORE to Build Groundwork for an Office of 
Equity 
While establishment of an Office of Equity will take time, California state government should 
continue to build its racial equity capacity and commitments by expanding and adjusting CCORE to 
reach more departments and increase transparency and accountability. More departments and 
agencies are participating or showing interest in participating in the program in 2020, indicating a 
growing commitment to racial equity and an increased awareness of the program itself and its 
benefits. As an enterprise-wide system of connections, CCORE will continue to build a culture of 
support and momentum that will ultimately help with the establishment and launch of a statewide 
Office of Equity. 
 

Quotes from GARE Capitol Cohort and CCORE Participants, 

Between 2018-2020 
 
The following participant quotes were gathered through surveys and interviews. 

 

The most important result is our Racial Equity Action Plan that gives us concrete and attainable 
goals to reduce racial inequities. 

 
One of the Cohort's greatest contributions is its power to motivate State workers and nurture 

our efforts. 
 

The Cohort has connected me with an incredible network of passionate and brilliant CA civil 
servants and broken down silos across agencies/departments. 
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GARE has made the discussion of racial equity very public and created a new area of focus for 

policies and procedures going forward. 
 

The Cohort has signaled to our executive leadership that there are important structural and 
policy changes that need to be made. 

 
CCORE has provided institutional authority for me to do work explicitly relating to racial equity. 

 
The Cohort has created a vocal team within the department to start communicating the 

importance of these concepts to a larger audience. 
 

GARE has made me more conscious of the impact I personally can have to create positive 
outcomes. 

 
Because of participation in the Capitol Cohort, we can be honest about how our office is not as 

equitable as it thinks itself to be. 
 

GARE has helped us see our role as government in creating a more equitable future for 
Californians. 

 
I felt like I already had a good understanding of all the factors that gave rise to [racial inequity], 

but I realized it really has not gone deep enough. Exposure to [CCORE] really deepened my 
understanding. It brought home this idea of using an equity lens, and helped me get in touch 

with my personal and professional experiences as a woman of color in a government setting.… 
Personally, it's helped me be more comfortable understanding and in turn communicating it. 

 
Our department is finally starting to see that we need to look at how we serve people better. 

Equity is a huge part of that conversation. 
 

I've always said, a tool is only going to be good as the person using it. You're asking the question 
about who's going to be impacted [but] you may not have the training to think about these 

populations. I think [the shared understanding and training] is a prerequisite. 
 

Being in the Capitol Cohort gave [my team] a lot of capacity and tools to be ambassadors within 
our own agency. 

 
The CCORE program is so valuable because it takes you through a series of step-by-step 

processes to evaluate what you can achieve within your own department or agency and then 
really work to incorporate equity into policy and business-as-usual. 

 
One of the benefits [of CCORE] is partnering with other agencies when possible and being open 

about sharing resources with each other and sharing each other as a resource. 
 

I think most people come and talk to each other about their programs and work that is very 
specifically statutorily required. Often times, the way that those statutes are created does not 

allow for equity conversations. CCORE is creating the space to have those conversations. I think 
fundamentally, that's the biggest, most important thing. 
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CCORE brings state level partners together, creating a safe place where we can have the hard 
conversations and support each other to learn and grow…. Having space where we're able to 

connect both on a personal and professional level on a specific topic like racial equity, there's a 
tangible value in terms of building camaraderie, feeling like you're not isolated. 

 

Recommended Adjustments to CCORE 
In response to the limitations discussed above, the following are recommended adjustments to 
increase accountability and implementation impact by participating departments: 

1. The Governor’s Office should explicitly state support for racial equity work, including CCORE. 
Participating departments and agencies should share their Racial Equity Action Plans (REAPS) 
with the Governor’s Office. This is critical for ensuring a “permissive atmosphere” to tackle racial 
inequities and supporting department leaders to secure the staff capacity and resources 
necessary to publish and implement the REAPs. Several informants voiced a desire for vocalized, 
explicit support and commitment similar to Governor Newsom’s Executive Order that issues an 
apology to Native Americans for the state government’s “violence, exploitation, dispossession 
and the attempted destruction of tribal communities” throughout history.xxv  

2. CCORE should set clear expectations at the start of the program that REAPs are accountability 
tools and should eventually be published online. The program should include flexibility on when 
and how the plans will be published. Some departments and agencies that have never done 
racial equity work prior to participating in CCORE may benefit from starting off with an internal-
only REAP, but should still move in the direction of public transparency.  

CCORE participants at CDPH noted that having CDPH’s initial REAP be an internal document 
allowed more time to gain support from upper management. Because the initial REAP was not 
public, it also was easier to embrace a bigger vision than would have been possible under public 
scrutiny. In departments where executive leadership is not driving the work, beginning with an 
internal REAP may allow for the racial equity work to be undertaken in some parts while support 
is built. Alternatively, departments and agencies may create separate internal and external 
versions.  

3. Participating department and agencies should deploy strategies to build collective staff 
commitments to racial equity activities in the REAPs as racial equity work cannot be siloed to a 
few people. Improving the implementation of REAPs requires increased staff capacity, along with 
budget, time, and resources. As this work requires significant changes within institutions, the 
work to advance racial equity should not be limited to a small group of people or even a single 
person. It should not be considered extracurricular, optional work that is additional to existing 
work, either. More staff can commit to implementation of REAPs through effective storytelling 
with data as well as increased communication on racial equity work across departments and 
agencies.  

4. Storytelling with data and increased communication on racial equity work within the state 
government will increase staff commitment to racial equity work. This will allow staff to see 
their role and responsibility in prioritizing racial equity and encourage a “friendly competition and 
collaboration” among departments and agencies to advance racial equity, as one interviewee 
described. 

5. As departments and agencies develop and implement their REAPs, they should receive 
additional tailored, technical assistance. Although this may be challenging due to how resource 
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intensive the assistance may be, the program would benefit from additional customized technical 
support to participating departments. CCORE is funded through training contracts, which limit 
technical assistance and other non-training activities. Other funding mechanisms should be 
explored to expand the type of technical assistance and support that can be provided, in addition 
to training itself. 

 
"You need a lot of one-on-one coaching and consultation and working with people to really 
figure out how to navigate these very complex systems and make things happen. I don't think 
there's a cookie cutter approach to be able do that; that's a lot of rolling up your sleeves and 
getting dirty and [it’s] super resource intensive. To be able to go deep, you need that expertise, 
time, and those resources, and [they’re] the hardest thing to have."  

Meredith Lee, HiAP Team Lead of CDPH 

6. CCORE should employ greater communications with stakeholder groups including the public, 
publicly demonstrating the state’s commitment to racial equity and inviting input on REAPs 
from the communities of color most impacted by racial inequities. An annual public briefing 
from CCORE may be one approach to this. One example of stakeholders is PHI’s HiAP external 
stakeholder group, which provides input to HiAP programming including CCORE, and at times has 
attended and advocated for health and racial equity at state agencies’ public meetings.  

Several CCORE participants have expressed that this would be helpful, with clear, transparent 
communication and collaboration between stakeholders and departments and agencies. Without 
such communication, state departments and agencies may feel undermined by the stakeholders 
or taken by surprise from stakeholders’ input. It should be noted that PHI’s existing external 
stakeholder group is “grasstops,” i.e. consists of people who run organizations that provide 
services, not the people who receive the services themselves. This should not substitute for direct 
engagement with communities.  

Similar to how each department and agency will need tailored technical assistance, each 
department and agency should have different accountability structures that are context specific. 
These will depend on the size of the department, the support from staff in positional authority, 
types of stakeholders, etc. It will also be important to provide CCORE departments and agencies 
with coaching and support for meaningful stakeholder engagement, so that the engagement can 
be effective and supportive of both community stakeholder goals and the ability of staff to 
succeed. 

7. CCORE should collect more impact stories from participating departments and agencies and 
communicate them out strategically to the enterprise to increase awareness of the program 
and its benefits. Currently, anecdotes about impacts are shared in an ad hoc nature. 

Holly Nickel, Racial Equity Strategist at PHI said, “As CCORE departments continue to implement 
their REAPs, it’ll be imperative to the enterprise that we share out stories. Gathering challenges, 
successes, lessons learned and sharing them out will only help grow the understanding that 
government has a role in addressing institutional racism and can do so concretely. These stories 
will, I hope, create the ‘aha moment’ that transformation is possible and that we can begin to see 
the starts of transformation in a relatively short timeframe.”  
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8. CCORE should partner with CalHR to pursue workforce equity together, such as providing 
clarifications on Proposition 2092 and integrating racial equity in trainings offered by CalHR. 
Departments look to CalHR for guidance on what is allowed with regard to workforce racial 
equity, and if CalHR does not provide specific guidance on how to do focused recruitment or 
other equity strategies, departmental staff often interpret that lack of guidance as lack of 
support.  

Additional recommendations on opportunities to partner with CalHR can be found in the 2018 
report “Racial and Gender Pay Gaps in California State Government: A Path Towards Workforce 
Equity.xxvi” 

 

Benefits of CCORE 
Interviews with several CCORE participants and staff revealed the following benefits.  
 
1. Participation has helped participants better articulate issues or experiences related to racial 

inequities, as well as understand them on a deeper, more personal level.  

2. CCORE allows participants to nurture a shared definition and understanding of racial equity and 
prioritization of racial equity, which are currently lacking in not only California state government, 
as mentioned earlier, but also across the nation. It has also led to participants reading more and 
continuing to understand how their department or agency has been playing a role in creating and 
perpetuating racial disparities.  

3. CCORE gives individual participants the capacity and tools for leadership in advancing racial 
equity in their work. Another informant shared an observation of the application of a racial equity 
lens thanks to training from CCORE: With the COVID-19 crisis, their colleague advocated for 
postponing certain decision-making processes and not using webinars as a substitute for public 
meetings, given that many may not have reliable access to such technology or internet.  

4. Most notable of the tools is the REAP, which is a policy tool that did not exist in California state 
departments and agencies before CCORE. A participant explicitly credited their participation in 
CCORE for the ability to quickly respond to language access needs in this time of the COVID-19 
crisis; the department/agency had already included language access as a priority in its REAP prior 
to the crisis.  

5. CCORE allows for connections and collaboration among not only staff within the same 
department or agency (especially if said department of agency has many staff), but also different 
departments and agencies. As a result, resources can be shared among participants, within the 
same department or agency, or across departments and agencies. Program participation also 
creates opportunity for innovation and program and policy development. 

 

 

 
2 Proposition 209 is a California ballot proposition which “amended the California constitution to prohibit 
public institutions from discriminating on the basis of race, sex, or ethnicity.” Ballotpedia. “California 
Affirmative Action, Proposition 209 (1996).” Accessed on April 20, 2020. 
https://ballotpedia.org/California_Affirmative_Action,_Proposition_209_(1996).  

https://ballotpedia.org/California_Affirmative_Action,_Proposition_209_(1996)
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6. Perhaps most importantly, however, CCORE creates space for conversations on race, racism, and 
racial equity and normalizes these conversations. Some interviewees noted that even to begin 
the conversations on race and equity is especially a win for departments that have a large number 
of staff and traditionally less focused on measuring populations in outcomes. 

7. Through all of this, CCORE provides racial equity capacity building and technical assistance to 
departments across the enterprise. It is also building up interest and participation to cause a 
tipping point for racial equity in state government. Holly Nickel, Racial Equity Strategist of PHI, 
noted that the program has been increasingly acknowledged for how it can be used to meet some 
of the governor’s priorities in his “California for All” mission and his task forces: “We’re creating 
political will at the enterprise level, adding more participating departments to cause a tipping 
point for the enterprise to prioritize and concretely advance racial equity.” 

 

Limitations of CCORE 
Interviews with CCORE participants and staff provided the following list of challenges:  
 
Individual CCORE participants face barriers to full engagement – preventing them from making the 
most of the program and limiting the effectiveness of the program. These barriers would apply to any 
voluntary capacity building program, and include the lack of participation from upper management 
staff; lack of staff capacity and resources; lack of a shared understanding of racial equity and 
discomfort with racial equity work; and racial equity not built into job descriptions, making it conflict 
with other priorities. 
 
CCORE also faces barriers of participation related to cost and travel. Some departments and agencies 
may find it difficult to secure the funds to pay for participation. In addition, some departments and 
agencies may find it difficult to physically participate in in-person trainings in Sacramento, especially 
if the entity has staff working across the state of California3. 
 
Similar to state departments and agencies, PHI and partners that facilitate CCORE face limitations in 
funding, resources, and time. PHI not only provides training through CCORE, but also conducts a 
multitude of “behind-the-scenes” work in service of the CCORE teams and for advancing racial equity 
within the state government. For example, staff engages with executive level staff to promote REAPs 
and lessons learned to amplify the importance of racial equity and soften the ground for future 
discussions. Staff organizes and convenes key partners and stakeholders to advance racial equity 
across the enterprise. To conduct such support and strategy work, PHI needs to secure funding, which 
is separate from the funding provided to the training and takes time.  

 

Most notable among the challenges is that CCORE relies upon voluntary action, which can limit 
accountability and impact. State government employees may be reluctant to conduct the racial 
equity work because of the challenges in the implementation of the REAPs. With CCORE being 
voluntary, they may not be motivated to conduct the work. However, implementation is challenging 
for all types of racial equity work, especially on the enterprise level; that does not excuse one from 

 

 

 
3 Note that as a result of COVID-19, the 2020-2021 CCORE Learning Cohort will be entirely online. 
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responsibility nor accountability. The challenges are not easily resolved by merely adding more 
training, materials, tools, etc.  
 

“There’s no silver bullet for racial equity implementation. California as a state is on the cutting 
edge in doing racial equity training and consultation at such a big scope multi-sectorally and 
across so many departments. That’s just the nature of the beast. Advancing racial equity is 
already difficult, but then you add the scope and it becomes more difficult. Tools, materials, 
and training are of course helpful, but if we don’t take action, time, and spend resources to 
apply them in our work, they don’t mean anything.” 

Holly Nickel, Racial Equity Strategist of PHI 

Most departments have not shared their REAPs publicly. While several departments have publicly 
announced their CCORE participation through newsletters and other communications, only one has 
been published to the public.xxvii Some REAPs have been shared across their departments, but others 
are not internally public, i.e. not released to the entire staff of the department or agency. 
Departments have cited challenges including limited staff capacity, limited communications (both 
between CCORE teams and executive level staff and among peer executive level staff), lack of 
resources, and lack of support from upper management staff on the creation and implementation of 
REAPs.  
 
Specifically, staff in positional authority may hesitate to publicize the REAPs because the department 
or agency does not want to make promises that will not be followed through due to lack of staff 
capacity and resources. Alternatively, the REAP may not contain “bold enough” goals to be published. 
One participant noted that when creating and implementing a REAP, it is difficult to strike a balance 
in the REAP between having a bold vision and having feasible planned actions with the given, limited 
resources. Furthermore, some departments and agencies are not comfortable with publishing their 
REAPs unless there is explicit support and commitment from the highest level of management, i.e. 
they won’t release it unless they have clear direction from their cabinet secretary or Gov. Newsom.  
 
Some departments additionally shared that a challenge in creating the REAP was the change of 
templates from Year 1 to Year 2, requiring additional work to update. Several informants noted that 
both templates were not necessarily easy to understand and did not match the structure, design, and 
format of their existing work documents, making the REAP a separate document from the 
department or agencies’ other documents.  
 

Part III: Conclusion 
Years of history already show that failing to advance racial equity leaves people of color vulnerable. 
Racial equity has always been important and should be a priority for all staff working within California 
state government. The state government has been making impressive progress with CCORE. 
Continuing the CCORE with expansion and adjustments will create momentum for a statewide Office 
of Equity, and the Office will allow for racial equity to be embedded in all functions and operations of 
California state government. The Office will establish the intersectional structure that will center on 
communities of color and institutionalize racial equity, contributing to dismantling the structural 
racism in this state and in this country. 
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With the ongoing COVID-19 pandemic, the present is a critical time to advance racial equity when 
structural racism combined with the coronavirus leave hundreds of people of color increasingly 
vulnerable.  

 

“If we did further research post-COVID-19 and find that racial inequity contributed to 
some of the challenges we had, do we agree that we're not going to tolerate it anymore 
and do something about it? Do enough people stand up with a strong enough voice to 
say no more?... We cannot give lip service to [racial equity] anymore, we really have to 

attack [inequity] as a government, as a society.” 
 

Kathleen Webb, Chief Deputy Director of California Department of Motor Vehicles 
 

California state government has a mission to serve all Californians. It cannot return to operate 
as it did before the coronavirus outbreak without prioritization for racial equity. Now more 
than ever, racial equity is a must, not a maybe. 
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Appendix: Washington Statewide Office 
of Equity Case Study 
The Washington state government established the nation’s first Office of Equity at the state 
government level. At the time of this report, it is the only statewide Office of Equity across the nation. 
The following case study on Washington’s statewide Office of Equity is based on interviews with 
Christy Curwick-Hoff, Manager of the Washington state Governor's Interagency Council on Health 
Disparities. Curwick-Hoff provides oversight and supervises the staff of the Washington state Office of 
Equity Task Force.  
 

History of Washington State Government’s Racial Equity Efforts 
Although the Office of Equity was established in 2020, its history goes back almost 15 years and has 
its roots in the social determinants of health and health equity. In 2006, the Washington state 
legislature created the governor’s Interagency Council on Health Disparities based on a 
recommendation from the 2005 joint legislative committee on health disparities. The Council consists 
of health and non-health agencies and focuses on social determinants of health. As the Council 
continued conversations with different advisory committees, a theme consistently prevailed.  
 

“[The Interagency Council] kept hearing the same thing: We're never going to be able to 
eliminate those inequities in health…until we can really address the systematic inequity that 
exists across all of our systems.”  

Christy Curwick-Hoff, Manager of the Interagency Council  
 
Washington’s Interagency Council on Health Disparities began its equity work in 2010-2012 by 
focusing on language access. The Council presented recommendations to the governor on 
standardizing the delivery of language access services and ensuring that the agencies’ language 
access responsibilities were fulfilled. To do so, the Council recommended a language access policy 
and plan across all agencies, a language access coordinator, and a central coordinating agency.xxviii 
 
Inspired by King County’s Equity and Social Justice Initiative and the City of Seattle’s Race and Social 
Justice Initiative, the Council then sought a statewide equity initiative. The Council presented 
recommendations to the governor in 2015, outlining 10 areas of focus and three key themes. The first 
theme was workforce equity to reflect the diversity of the state, increase the cultural humility of the 
workforce, and ensure respectful and inclusive workplaces. The second theme was service delivery, 
ensuring language access and conducting equity impact analyses as well as providing services fully 
and equitably to communities. This includes community engagement. The third theme was systems 
changes, examining how the systems, policies, and processes in the state government had been 
marginalizing communities and what changes would be necessary to pursue equity.xxix 
 

The Road to Establishing Washington state’s Office of Equity 
While in continuous conversation with the governor, the Council and the Governor’s Office began to 
discuss an executive order to implement the aforementioned recommendations as a statewide equity 
initiative. At the same time, several legislators were having similar conversations with their 
constituents. The legislators reached out to the Council in 2018, which shifted the conversation from 
creating an executive order for a statewide equity initiative to creating a statewide Office of Equity 
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through legislation. The legislative approach was preferred as the Office would be in statute and 
codified.  
 

Curwick-Hoff advised that “[i]f you know there's a viable pathway towards [establishing the 
Office of Equity through legislation] and you feel like you have champions and votes, then 
certainly go that direction.” 

   
Legislation for the Office of Equity was first introduced in the 2019 legislative session by a House 
Representative and a Senator. A core team consisting of members in the legislature, Governor’s 
Office, and various commissions contributed to create the legislative proposal with technical 
assistance provided by Curwick-Hoff. The legislation aimed to officially start the Office on July 1, 
2019. The Office of Equity was planned to be situated within the Governor’s Office, with positional 
authority to ensure that racial equity is embedded in all programs and hold accountable the executive 
branch agencies, particularly those cabinet agencies that report to the governor. Additionally, the 
Office of Equity needed funding, and the governor had already included $1 million for the Office 
when they introduced their proposed budget before the beginning of the 2019 legislative session. 
 
However, the bill did not pass in 2019. When the legislators knew the bill would not pass during the 
legislative session, they strove to fund a proviso instead. Through this mechanism, the Council 
received funding to create the Office of Equity Task Force, which began in July 2019. The Task Force 
delivered preliminary recommendations to the governor in December 2019xxx based on conversations 
with stakeholders and centering community engagement in their recommendations (see more on 
community engagement below). The Task Force’s final recommendations are forthcoming as of this 
memo.  
 
The bill did pass the 2020 legislative session in both the House and Senate, and the governor signed 
the Office of Equity into law in early April 2020. The Office received $1.2 million from the state 
government’s operating budget. However, due to the economic conditions brought by the COVID-19 
crisis, the funding will not be immediately available to the office, so the Office of Equity was officially 
established on July 1, 2020 within the Governor’s Office, without funding.  
 

The Washington Office of Equity Task Force’s 

Recommendations to Its Governor 
Below are excerpts from the Office of Equity Task Force’s December 2019 summary 
recommendations to the governor.xxxi The content of this section are direct quotes from the summary 
recommendations. Many of the recommendations are informed through community engagement. 
 

Definition of Equity: 

Developing, strengthening, and supporting policies and procedures that distribute and prioritize 
resources to those who have been historically and currently marginalized, including tribes. It requires 
the elimination of systemic barriers that have been deeply entrenched in systems of inequality and 
oppression. Equity achieves procedural and outcome fairness, promoting dignity, honor, and respect 
for all people.  
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Guiding Statements for the Office of Equity: 

Vision 
Everyone in Washington has full access to the opportunities, power, and resources they need to 
flourish and achieve their full potential. 
 
Mission 
The Office of Equity will promote access to equitable opportunities and resources that reduce 
disparities and improve outcomes statewide across government. 

 

Recommended Roles for the Washington State Office of Equity: 

- Guide enterprise-wide efforts through a unified vision of equity 
- Serve as a conduit between government and communities 
- Serve as a conduit for state institutions 
- Provide guidance and technical assistance to foster systems and policy change 
- Set expectations and measure progress 
- Ensure accountability and enforcement 
- Reconvene the Task Force to evaluate the state’s implementation of an Office of Equity, 

including the level of funding provided for its operation; and review the Office’s progress and 
recommend any needed changes to its operation and strategies 

 

Lessons Learned from the Office of Equity Task Force’s Work 
There are several lessons learned from the Office of Equity Task Force’s journey to establishing the 
Office.  

• It is critical to find the necessary support and buy-in within the state government. The Task 
Force’s work was enabled thanks to having a champion for the racial equity work in the 
Governor’s Office; a governor who held equity as a priority; the same administration when the 
idea of a statewide equity initiative was discussed and when eventually the Office of Equity 
was set in motion; the legislators who provided bipartisan support to the Office and sought 
funding for the Task Force when the first bill did not pass; and the leadership of the Task Force 
who were already deeply rooted in their communities prior to the Task Force and upheld the 
values-driven approach advocated by communities, as well as extremely knowledgeable and 
comfortable to facilitate conversations on race.  

• Those who have already been conducting the racial equity work must join the conversations 
as thought partners and help shape the Office of Equity, as they will continue to execute the 
racial equity work. In the Washington state government, several racial ethnic commissions as 
well as other agencies and groups have already been conducting racial equity work. It was 
important to clarify with them that the Office would not take over existing racial equity work, 
but rather coordinate it. 

• Conversations with key partners and communities are critical for shaping the Office of 
Equity. The Task Force allowed members to collaborate with stakeholders and community 
members on further shaping the mission, goals, and responsibilities of the Office. Moreover, 
the Task Force had the opportunity to engage with communities and center its 
recommendations on communities’ wants and needs. “We were kind of putting the cart 
before the horse with the 2019 legislation by standing up the office and taking a couple of 
months of work to figure out what that should look like,” Curwick-Hoff shared. “When the bill 
didn't pass last year, that was a really great opportunity for us to get all of these partners 
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together and work together to figure out how this office is going to help us coordinate, 
support, and elevate the work that's going on in the state and not supplant that and take it 
over…. That was super helpful.” 

• The quick pace of the Task Force was a limiting factor for the Task Force. Curwick-Hoff noted 
that “we were able to have a year to do [community and stakeholder engagement] in the Task 
Force. But even that was not enough time. The pace of that Task Force was so fast it was hard 
for us to get all of our key partners on the same page. The pace of the Task Force was not 
helpful enough to be able to do that.” This was especially the case for community 
engagement, as the fast pace limited the robustness of the engagement. The Task Force opted 
to have robust recommendations in the December 2019 report to inform the 2020 legislative 
session in lieu of more robust community engagement. 

• Requesting the right amount of funding for the Task Force’s community engagement in the 
2019 legislative session was difficult. The money was needed to fund effective engagement, 
but it also needed to be reasonable enough that the funding would be granted. “When being 
asked to put forward a fiscal note, you really have to balance asking for what you want to do 
the work well with a reasonable amount,” Curwick-Hoff said. “You want to do the work and 
move this forward, so you don't want to ask too much money, but you also want to ask for 
enough money so you can do it effectively.” It was also difficult because this state-level 
community engagement is not traditionally funded in the way that the Task Force sought. 

• The Task Force was able to secure a Community Engagement Coordinator who bridged 
between the communities and the Task Force. In addition to online surveys and community 
forums, the Coordinator directly met community members on the ground, ensuring that the 
meetings were inclusive and allowed participants to have a voice rather than given a set 
amount of a public comment period. The Coordinator met and conversed with community 
members before meetings to inform them of the meetings and invite them. If some 
community members were not able or did not feel comfortable to join, the Coordinator 
shared their thoughts and opinions in the meetings on their behalf.  

• Leading the work with values based on community engagement is incredibly important. The 
Task Force started its conversations with operating principles on centering race and 
community, based on the Interagency Council’s own principles. It was crucial to normalize 
conversations about race, racism, and racial equity, as well as intersectionality and the 
inequities in all marginalized communities. The Task Force held many discussions on data 
sovereignty and evidence-based practices, along with how the evidence is based on the 
majority populations and may not capture fully and accurately the lived experiences of 
marginalized populations. As the 2019 report advises: “Avoid letting data drive the work—be 
driven by vision and informed by data.”xxxii Re-emphasizing the importance of facilitators and 
leaders of all these conversations, Curwick-Hoff shared: “We talked a lot about vulnerability 
and being open in our Task Force and the need to not wear the hat of our agency or 
organization to the table, but bringing our whole selves and our lived experiences to the 
table.” 
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