Council Meeting: 10/19/2021
Agenda: Study Session
Item #: 3. a.

CITY OF KIRKLAND
City Manager’s Office

123 Fifth Avenue, Kirkland, WA 98033
425-587-3001

MEMORANDUM
To:

Kurt Triplett, City Manager

From:

James Lopez, Deputy City Manager, External Affairs
David Wolbrecht, Senior Neighborhood Services Coordinator

Date:

October 8, 2021

Subject:

EQUITY PLAN OF RECORD UPDATE

RECOMMENDATION:
It is recommended that the City Council hear a presentation by Chanin Kelly-Rae, President and
CEO of Chanin Kelly-Rae Consulting LLC on the executive summary of the City’s diversity,
equity, and inclusion gap analysis and recommendations (Attachment A).
BACKGROUND DISCUSSION:
On August 4, 2020, the City Council adopted Resolution R-5434 to ensure the safety and
respect of Black people and dismantle structural racism in Kirkland (Attachment B). Section 3b
of R-5434 called for “Contracting for a comprehensive City organizational equity assessment to
identify gaps in diversity, equity and inclusion in all areas of City policy, practice and
procedures, and to identify proposed actions steps to address these gaps.” The City contracted
with Chanin Kelly-Rae Consulting LLC to conduct this assessment, as she had conducted the
organization-wide diversity and implicit bias training for all City staff throughout 2019.
Retaining Ms. Kelly-Rae for the organizational equity assessment strategically leveraged the
trusted relationships and shared understanding that were developed during the 2019 training
process.
The purpose of a comprehensive organizational equity assessment is to allow City Council, City
staff, and the community to better understand issues related to organizational and community
inequities and to identify strategies for addressing those inequities in City government and the
community. As part of the organizational equity needs assessment, Ms. Kelly-Rae has guided a
gap analysis and strategic planning process involving the community to better position the City
in identifying internal and external growth opportunities relative to the areas of diversity, equity,
and inclusion. The result of this work will be an “Equity Plan of Record”, which is intended to
inform various programs, policies, and practices across the City organization, not just those
identified in R-5434.
Ms. Kelly-Rae’s approach to the organizational equity needs assessment is separated into five
phases: Implicit Bias Training, Planning and Scoping, Organizational Equity Needs Assessment,
Gap Analysis, Presentation and Publication of Equity Plan of Record. Since January 2021, Ms.
Kelly-Rae has conducted numerous one-on-one interviews, focus groups, employee listening
sessions, community meetings, an all-staff survey, a community survey, and strategic document
review. Ms. Kelly-Rae provided an update on her work at the May 4, 2021 City Council Study

Session. 1 Informed by her research, Ms. Kelly-Rae has compiled executive summary findings of
her diversity, equity, and inclusion gap analysis and recommendations. Ms. Kelly-Rae will
present those findings for Council review and discussion.
As part of that work, Ms. Kelly-Rae worked closely with City staff on the draft City’s Diversity,
Equity, Inclusion, and Belonging (DEIB) Five Year Roadmap (Attachment C), which will be one
chapter of the City’s Equity Plan of Record. The DEIB Five Year Roadmap is structured to align
with the King County Equity and Social Justice Strategic Plan and contains the same six goal
areas as the King County plan. Within those six goal areas are currently a total of 18 goals and
67 objectives. Ms. Kelly-Rae and her team are still integrating additional community and City
data and feedback, and additional goals and/or objectives may still be forthcoming. However,
the goals and objectives that are currently drafted are not anticipated to change substantively.
NEXT STEPS
The intent after Council reviews the gap analysis and draft DEIB Roadmap is for staff to share
the draft DEIB Roadmap with the community and those who attended the R-5434 focus groups
for feedback and suggestions. Ms. Kelly-Rae will also convene her community diversity advisory
group for review of the document. Both of these efforts will help inform potential Council
adoption of the final DEIB Roadmap in January 2022. Implementing the final DEIB Roadmap
will become the work program for the DEIB Manager once the position is filled. In the
meantime, staff will proceed with DEIB Roadmap objectives that are listed as Q4 2021 actions.

Attachment A: Diversity, Equity, and Inclusion Gap Analysis and Recommendations
Attachment B: Resolution R-5434
Attachment C: Draft Diversity, Equity, Inclusion, and Belonging Five Year Roadmap

City Council Study Session, May 4, 2021. https://www.kirklandwa.gov/files/sharedassets/public/city-council/agendadocuments/2021/may-4-2021/3b_study-session.pdf
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Attachment A

ASSESSMENT OF CITY OF
KIRKLAND’S
EFFORTS ON DIVERSITY,
EQUITY, INCLUSION &
BELONGING
EXECUTIVE SUMMARY
October 19, 2021

The City of Kirkland has declared itself a safe, inclusive,
and welcoming community for all people. Together, we
are concerned with the welfare of all people who live,
work, or visit the city. Our goal is that everyone feels
respected, valued, and has a sense of belonging.
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Background Discussion
• Following the tragic killing of George Floyd by a police officer on
May 25, 2020 in Minneapolis,
Minnesota, numerous marches and rallies were held in Kirkland
calling for an end to structural
racism and for the City to demonstrate that Black lives matter.
• At the June 16, 2020 Council meeting, the Council issued a
statement directing the City Manager to develop a framework for
the City’s response to the community.
• At the July 7, 2020 Council meeting, the Council held a public
hearing on the draft framework, Resolution R-5434.
• At the July 21, 2020, Council meeting, the Council received
further community feedback on the revised resolution and
adopted various amendments to it.
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8 Drivers of Diversity, Equity, Inclusion & Belonging
Critical elements that promote, support, maintain, and sustain best practices of DEIB.
SHARED BENEFIT & MUTUAL INTEREST
DIVERSE REPRESENTATION
Participation can be enjoyed by those of all
backgrounds and experiences.

individual and/or collective goals where desired
outcomes are achieved together.

BELONGING & CONNECTION
Trust, value, and respect as part of the whole
community.

PSYCHOLOGICAL SAFETY & VOICE
Bringing our full selves and sharing our
insights without fear of penalty or
punishment.

VALUE AND ACCEPT DIFFERENCES
The incorporation of diverse lived experiences,
insights, and perspectives into decision-making.

TRANSPARENCY & ACCOUNTABILITY
Having ownership for results of actions to
achieve goals.

EQUITABLE RULES AND SYSTEMS
Policies, processes, and procedures that produce
equal access, justice and equity.

COMMITMENT TO CHANGE
The will, desire, and promise to actively work
toward a desired state where everyone can thrive
as both individuals and as a group.

Review Process and Methodology of Assessment
Diversity, Equity, Inclusion, and Belonging [DEIB] Strategic
Project Mapping Initiative Milestones

ID

De//verob/e Task

1

Formation or DEIB Strateglc Advisory Group

2

D&I staffing a'5lgnmenl fo, DEIB Project lnltlatlve

3

Develop framework and , cope fo r oeeds assessment

4

Community Dlversltv Advisory Group !CDAG] Structured

5

Review oflntemal data, polfcle,, and related document>

6

Admln stration of indivfdual Interview,, forums, survevs for needs
assessment, gap analysis.

7

Conduct focus sroups, forums with relevant stakeholders to secure
input on city programs and services

8

Gap Analysis. Data analysis or all data/insights collected resulting In
recommendations for action

9

Departmental Planning and Strategy for Equity Plannlng and
Strateglc Alignment

10

Kirkland City Council Retreat

11

Equity Plan of Record -Organlzatlonal development and diversity
management plan, DEi Dashboard/Output aoals

12

Community Engagement and Outreach Activities

13

Staff DtverSIIV & Inclusion Training
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Presentation of Assessment Report
Findings
Gap Analysis Results and Key Findings are organized into the
following focus areas:
1.

Leadership Insights - Kirkland Director’s Team, Houghton
Community Council, Kirkland City Council

2.

Staff Insights – Employees of the City of Kirkland

3.

Community Insights – Business owners/operators, residents,
students, visitors, and community stakeholders with an interest in
the City of Kirkland.

4.

Organizational Document Review Findings – Policies, processes,
and procedures governing the City of Kirkland’s operations and
budget impacting diversity, equity, inclusion, and belonging.
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High Level Leadership Insights
The assessment defines “leaders” as members of the Kirkland Director’s Team (City Manager and Department
Directors), Kirkland City Council Members, and Houghton Community Council Members. Each leader participated in
1:1 interviews to assess workplace, workforce, and community culture relative to diversity, equity, inclusion, and
belonging in the City of Kirkland. The following represents themes from their interview responses:
Diversity, Equity, Inclusion and Belonging (DEIB) conversations, strategies, and engagement represent a value-add
for the community and city government because this represents a vehicle to constructively engage in meeting the
needs of an increasingly diverse city.
Leadership commitment is seen as higher today than at any other time over the past several years.
Leaders see their individual roles as modeling best practices and behaviors, partnering with staff and community to
find solutions to today’s challenges, and better communicating current efforts and successes.
The biggest missed opportunity was waiting to engage in a more formal, structured process to develop a DEI strategy
plan.
The biggest win has been to engage in the process of a formal process to develop the DEI Strategic Plan in
partnership with the community.
Most leaders believed that DEI efforts have been more reactive than proactive over the past five (5) years.
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High Level Staff Insights – Focus Groups

There were a total of 10 Staff Listening Sessions
3 – All Staff (Virtual)
3 Kirkland Police Department (In-Person)
4 Kirkland Fire Department (In-Person)
What follows are representative samples of insights shared by staff during
Listening Sessions (Focus Groups) to collect insights and experiences shared by
staff as employees of the City of Kirkland.
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There was a consistent theme among skilled trade female staff that participated in the listening sessions that shared a
strong concern over physical safety, specifically unwanted touching by male supervisors in positions of authority.
Some staff that did not have the benefit of a college degree shared that they don’t always feel like there is an opportunity
to advance to manager or leadership roles. Those same participants were unclear on the competencies and requirements
to advance beyond their current role.
Most staff participants felt that they could trust their immediate supervisor, but the same sentiment was not consistently
shared when referencing senior (Director level) leaders. Staff are more like to trust the leaders closest to them in the chain
of command.
Sworn officers and Non-Sworn Officers (Police and Fire) were more likely than not to express distrust in senior leadership
outside of their departments. Many shared instances of having been made promises of transparency and collaboration,
and felt those commitments were not kept.
Many staff with Kirkland Fire Department shared that they are understaffed, overworked, and do not have the operational
resource staffing support that promotes good order. There are generally a small number of officers in the fire houses that
take on the additional role of ordering supplies and ensuring that equipment needs are in order during their off hours,
down time, or stay on additional hours to ensure that the station operates to high standards. They “burn out,” but do these
tasks because they must be done.
Kirkland Police officers express low morale, feel targeted and attacked, and share that they are scapegoats when the City
Council and City Manager’s office cannot find solutions to difficult community problems; i.e. housing insecure residents
living in RVs or unsheltered locations, people experiencing mental illness, teens drinking in the park during Covid-19.
Officers shared that they are sent onsite to deal with complaints yet are not given clear direction by leaders. Or, when
direction is given, and the public perception is not positive the officers take blame for because of poor planning by City
leaders.
Both fire and police officers made appeals for additional time to train.
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Staff were more likely than not to believe that the City Council makes decisions based on political pressure than to
take on difficult issues and do what they know is the right thing to do.
Staff across every department want more opportunity to learn and grow in their professional capacity, even if they
don’t promote within city government.
Most staff love their jobs and feel it is a joy and privilege to work for the City of Kirkland and its community.
Most staff want a more open, transparent, and accountable government. Those same staff shared that they would
like to be part of solutions-oriented strategies.
Most staff do not believe there is a culture of psychological safety to disagree with senior leaders or City Council.
Kirkland Police want to be able to share their successes and promote positive images of the officers and
department without feeling like they are being punished for humanizing themselves individually and/or collectively.
The vast majority shared that they want to continue to improve community and police relations. They shared that
they are frustrated when something negative involving police is in the news because they believed it would
negatively impact them, even when that negative action is 3000 miles away.
The vast majority of staff want to be involved in the decision-making that will affect their lives and careers.
Human Resources staff shared that there is disorganization, lack of support, and lack of consistent leadership for
their department.
Most staff shared that DEI is a business imperative and want to see what is being done to improve the culture and
diversity of the City of Kirkland as both an employer and community.
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The majority of staff expressed a desire to continue to improve public and private interactions with the community.
This was a theme that went through every listening session. Staff want to hear from the community and meet the
public where they are in terms of needs from the City of Kirkland.
The workplace culture of Kirkland is strong and people express that they are happy to see the City focus on DEI
efforts.
People of color on staff were more likely to share having had negative experiences as employees of the City of
Kirkland. Black staff were more likely to share having negative experiences more than all other racial/ethnic
groups.
Most staff felt that it is past time for the community to discuss and/or engage in conversations regarding DEI
issues.
Many staff members shared that they want to see the City use data to share progress toward goals of any kind.
Most staff shared that they want more information and communication from senior leaders as opposed to less
information.
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High Level Staff Insights
Top 3 Staff Strengths
Areas with High Sentiment Scores
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City of Kirkland Gender Ethnic Diversity
ObsUY1tion I
The below observations repr4'Sent the top 3 strengths as it relates to the entire su,vey population. Not isolating factors such as race, education, or tenure, roughly 80% of the survey populatTon believed
that the City of Kirkland is treated with respect feels comfortable being themselves, and obseived other employees within the city being treated w~h respect and dignity.

At work, I am treated with respect.

At work, I feel comfortable being myself.

Employees for tho city of Kirkland are treated with respect and dignity.
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City of Kirkland Gender Ethnic Diversity
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Observation 3
The below observations represent the top 3 strengths as it relates to both mu10roty and non-minority respondents. Both groups identified with the same survey questions, with roughly 84% identifying
these survey questions as O\lerall strengths by the City of Kirl:land. While the below responses represent 90% of the total population, individuals Who chose to iden~fy as "Prefer not to identify" listed
Everyone working for the city of Kirl:land is treated fa irly regardless of ethnic t>a<;kground, race, gender, age, ability, or other differences not related to job performance" as top strength, as opposed to ' My
supervisor creates an environment tha\ is safe and respectful'"

M.in2.my....&tipondents

Non•Minority--8Hpondents
At work. I am treated with respect.

At work. I am treated with res..p_e_c_t. _ __

My supervisor tries to und1.rst:and my point of view.

M

SU
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High Level Staff Insights
Growth Opportunities
Areas with Lowest Sentiment Scores Require
Improvement
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City of Kirkl and Gender Et hnic Diversity
Ob11cv1t1on 2
The betow observations represent the top 3 opportunities as It relates to the entire survey populatjon. Not isolatmg factors such a5" race, education. or tenure, roughly 4596 of the survey population
believes there are opportunities for the city to improve creating a culture that is .safe to express opinions that counter th eir direct 5upe,visor or Directors. creating equa1 opport\JniUes- to advance to senlCf
management, and developlng an appraisal precess ,s transparent and fair.

Do you think employees feel like there i• a culture of yfety to ""P'"' opinion• that would run
counter to your supervisor/m11nager or mcmben of the Director'1o

My workplace gives all employees equal opportunity to advance to senlor management.
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City of Kirkland Gender Ethnic Diversity
Ob11rv1tion 7

The below observations represent the top 3 opportunities as ii relates lo the entire .survey population. Both populations address concerns with advancement within the organization. Minority groups
express opportunities to create an envi~onrr'lent that allows for promotions based on performance. tn contrast. the non-minority populations re-present opportunities to make an environment that provides

equal opportunities to advance to senior leadershi p.

Non-Mjnorjty...fie:;pondents

Min2rily__hspondents

Do you think employ••• feel like there is a culture of safety to express opinions that
• •,...w
.,o,.u.,.ld run counter to your :llf ervisor/manager or members of the Oiredor"s.

I om pold fairly for the work I do.

I have the same opportunities for odvancement •• other city of Klrkland
- ==-.,...,e.,.m
- 1,o~ees
.
with similar ex arlence and erformance levels.

_ _ _ __,.D,.iv_o,.rs_i!Y. and inclusiv1ne11 iuues are o enl

My workplace gives all employees equol opportunity to advance to senior
_ __ _ _ _ _ _m
_ •nagement.

The fflormance appraisal proc•11 at th• city of Kirkland is tr111n~parent and fair.

City of Kirkland - Diversity, Equity, Inclusion & Belonging
Assessment 2021

Community Insights
City of Kirkland - Diversity, Equity, Inclusion & Belonging Assessment 2021

Community Focus Group Participant High Level Insights:
• Community members mentioned the need for cultural competency training for all City staff, specifically related to
public services that often happen in person, “training for the ‘first faces’ of the City - being able to be culturally
responsive and speak other languages.”
• Overall community members expressed a need for social safety nets in the form of alternatives to policing,
mental health services in community and schools and alternative court measures. “Community service
restorative justice workshops/ideas to repair the situation that led to community court engagement; link social
services to individuals as they come out of court; addresses the smaller, but equally important community
issues.”
• Educate the community on ways that they can help to end anti-Black racism.
• Would like to see more BIPOC community members in decision-making, leadership roles helping to decide on
policy and budget matters. Perhaps selection on Boards, Advisory, or other groups.
• Body cameras should be worn and used at all times, permitting legal use. Police show negative interactions with
BIPOC community, which only perpetuates negative stereotypes. The department should be willing to also share
positive interactions.
• Some community members shared that armed police don’t make kids feel safe, they feel uncomfortable.
• Police Unions cannot be allowed to protect officers who are doing the wrong things, breaking rules, harming the
community and BIPOC people. There must be real accountability and responsibility for causing harm.
• The community must do more to address disparities in punishment of students, white kids don’t face same
consequences as BIPOC students (who face more harsh consequences). Schools overreact when Black kids do
the same things as white kids. Punishment is not equal or always appropriate.
City of Kirkland - Diversity, Equity, Inclusion & Belonging
Assessment 2021

Kirkland Promotores, Eastside for All, Eastside Refugee and Immigrant
Coalition, and the Latino Community Fund Community Survey
Latinos in Kirkland Survey Result Highlights
Respondents: 209 households surveyed consisting of 477 adults and
257 youth under the age of 18.
Cities of Residence

 Thank you for taking us into account – we feel forgotten.
 74% would feel comfortable calling the police if needed for an
emergency situation.
 What respondents like about Kirkland:
1)
2)
3)

80% feel safe in Kirkland.
It is quiet, clean, good jobs, good education, parks, and libraries.
Overall, the people are respectful and friendly.

 50% do NOT have health insurance.
 What respondents don’t like about Kirkland:
1)
2)
3)
4)
5)

Housing is very expensive.
No Latino stores, events or cultural center (“no Latino community”).
No services in Spanish, lack of support for Latino community.
Racism and discrimination are a real problem.
Bad traffic.
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Kirkland: 120
Bothell: 22
Bellevue: 12
Lynwood: 12
Redmond: 11
Kenmore: 9
Woodinville: 5
Everett: 3
Issaquah: 2
Seattle: 2
Unknown: 1

Duvall: I
Renton: 1
Auburn:1
Edmonds: 1
Kentl
Mukilteo: I
Shoreline: 1
Snohomish: 1
Vancouver: 1
Burien: 1

Respondents who did not reside in Kitk/and either worked
in Kirk/11nd or h11d some other connection to Kirl<Jand via
family or friends.

What services and information are
needed by the Latino Community?
Programs and services in Spanish!
A Latino community center
Quality art, recreation, and sports activities that are
affordable
Latino social/health services
English classes for adults
Latinos in City staff positions
Opportunities to participate in civic efforts &
decision-making processes
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Kirkland Community
Diversity, Equity,
Inclusion & Belonging
Survey
610 Respondents
Survey Languages:
English
Spanish
Russian
Portuguese
Chinese
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High Level Community Insights – Top 5 Most Important Priorities for Entire Community

City of Kirkland Diversity Equity Inclusion and Belonging Surv~y
Below •re Identified as lhe top S strengths b.\sed on responses from the survey population.

Ethnocit
Al

Gender
Alt

A e

Years L,ved In l<1rktand

All

Al

Examination of historical code tlawsl and pol Ic1es that impact equity and
o ortun1t1es today

• "-Ol lmpo,t.nt at

ill

I•

Not 'Ml ,mpott..nl

W.U e Vrrylmcx,11an e r.au

imparl.a.nl

Race relations. cultural competency. and d1scnmonat1on training tor all of Kirkland
city staff

Area

Surve

Lan ua e

All

Equitable and diverse hiring. retention and promot ion practices tor City of Kirkland
em to ees

. f''°l mport.ntal

e NutwlmJOtianl

Nrutr.a .

!r,port.nt e utJ~l)'trnporlMI'

Addressing human services needs and communicating more with non-prol1I
organ1zat Ions

Continued coach ing learning. and support servJCes tor City Council. cit executive leadership and managers to hel
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them ut DEi oals and ohc1es into ,ractIce

Top 5 Growth Opportunities based on Community Feedback

City of Kirkland Diversity Equity Inclusion and Belonging Survey
Below are identified as the top S opportun~es based on responses from the survey population,

Ethn1c1t

Gender

A e

Years Lived In Kirkland

Area

Surve

Translating city materials In multiple languages and expanding language
inter relat ion services

Lan ua e

All

All

Addressing human services needs and commumcatmg more with non - profit
or an1zal1ons

e Nol,mpoar~dl•II . Nal

,aflmpor1Jrt4

Ass1stm businesses to hel them 1m rove their e u1table and diverse hInn

City of Kirkland - Diversity, Equity, Inclusion & Belonging
Assessment 2021

NrulJal . Wfy1mport.ilnt . ldJl'ml'iyirnpo,t.anl

ractices

V

HCC Decision Making Authority & Tenure
Any Kirkland ordinance or resolution that applies to land, buildings or structures within the HCC boundaries
becomes effective only on the approval of the HCC (or by the failure of the HCC to disapprove the action). The
HCC also has the authority to make recommendations to the Kirkland City Council and the City Manager on any
issues which may directly or indirectly affect the area within the HCC boundaries.
The Town of Houghton was founded in 1948 and consolidated with the city of Kirkland in 1968. The municipality
existed for 20 years.
In 1967, a new state law (the Community Council Law) allowed for the smaller of two merging cities to form their
own Community Council. This council would have disapproval (veto) power over land use decisions that affected
their community. After much negotiation and several votes, Houghton and Kirkland voted to consolidate in 1968.
Houghton became the first community in the state of Washington to have their own neighborhood council.
The Houghton Community Council has existed for 53 years. The HCC has existed as a legal entity for 33
years longer than the community they represent today.
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HCC Insights and Findings
Executive/Leader Interviews with 5 of 7 HCC Council Members
Two (2) members refused to be interviewed as part of the DEI Assessment Initiative.
Insights shared during interviews:
• Most characterize their influence as members of the HCC as “having very little influence, control or authority”
over matters of the City of Kirkland; particularly, outside of their borders. Their focus is on land use in the HCC
jurisdictional boundaries.
• Strong desire to maintain the neighborhood culture, which was described as “small, modest homes in a
community of blue-collar shipyard workers.”
• Desire to do what is best for their neighborhoods and all of the city of Kirkland.
• When asked about the information that comes before them. The agenda and resolution will have maps,
spreadsheets, etc to help consider a matter before the HCC. The City staff provides the information. We are the
bosses, and they are the staff, doesn’t make sense because they know more than we do. We use the data as a
jumping off point, and we can ask the staff questions.
• On understanding impact of decision-making using data as an HCC body. We don’t see what we need. We ask
for data to understand impact. Northwest University wanted to do a remodel. Wanted info from subcontractors,
vendors, etc. NW University made promises regarding the project. Transportation studies from both pre/post
build of school. They try to predict future impact based on past decision-making (legacy/historical data)
• Vast majority of Kirkland residents and community members have no idea that the HCC exists, and of those that
come to know of their existence, they are unsure of what it is that the HCC does as a governing body.
City of Kirkland - Diversity, Equity, Inclusion & Belonging
Assessment 2021

• All shared that they cannot VETO any actions outside of the HCC boundaries.
• They are elected by members of the HCC community every four (4) years.
• Most HCC Council Members have historically been seated for terms of 10-20+ years, and when some have
decided they no longer want to serve (in the past) an outgoing member would identify someone that a personal
friend (or known to them) and that person could generally replace the outgoing member.
• Outreach and engagement to the community is done through the efforts of either the City of Kirkland Planning
staff, or the Central Houghton Neighborhood Association (and their local Homeowner’s Associations). They use
social media, email, newsletters, word-of-mouth, and place signs around the neighborhood to communicate
when their meetings will occur.
• When asked about low turnout and participation by their HCC neighbors. Public processes generally attract the
same types of people, most are busy living their lives and don’t participate in matters of government unless they
notice something being built near their own properties.
• They don’t receive any data or information to know the impact of their decision-making. When things are built, it
generally takes a long time to see any significant impact.
• HCC exists today because they are preserving a commitment, and community.
• At least 2 members wished that all 13 neighborhoods had a more direct role in the discussions and decisions
that impacted their areas.
• They try to avoid having to exercise their VETO authority and prefer to maintain a close working relationship with
the City Manager, City Council, and Planning Department. On decision-making: “I feel like we beat it to death
how it will impact the neighborhood. Goal is not to veto but negotiate with Council and neighborhoods.”
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• When asked if the other Kirkland neighborhoods should have a decision-making body that is equal to the HCC,
in the interests of equity. Response: Other neighborhoods weren’t a City. One respondent shared, “In a perfect
world, the City Council would make decisions, but they don’t.” Some HCC members wished that it were
possible, but at least one member said that if other neighborhoods had the equivalent of the HCC “nothing
would ever get done.” They believe that the City Council (and some in the City) doesn’t want them to exist.
• When asked to describe the historical character. Response was a community with lower roof heights, lowincome residents, small lots, chicken coops, and small houses. Kirkland wanted to house battleships on the
waterfronts and the HCC community fought against the plans of the City of Kirkland.
• Wishes the City were more responsive to the neighborhoods.
• HCC is preserving the old neighborhoods, most on HCC live in old homes.
• Maintaining character which was working class families. When the HCC member who shared this
characterization was asked if that is what they believed the current Kirkland could be described as the individual
wished that it was.
• When asked, “what charm are you preserving?” Response was “single family lots, a family community.”
• Most were not supportive of Triplexes and/or Accessory Dwelling Units (ADUs) on lots.
• Housing prices are the greatest barrier for the community.
• “I don’t know what Kirkland’s character is anymore.”
• Kirkland is a lot of single young men, and a lot of tech workers.
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Examples of Exercise of Disapproval Jurisdiction on
Matters Related to the Kirkland Zoning Code Amendments
(Legislative Authority)
General
• School heights (more restrictive)
KZC 90
• Reasonable Use Exceptions (less restrictive)
KZC 112
• Inclusionary zoning requirements for affordable housing not adopted (except for HENC zones), provisions
may be used voluntarily (less restrictive)
KZC 113
• Cottage, Carriage and Two/Three-Unit Homes (more restrictive)
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KZC 115
• FAR limits in single family zones (less restrictive)
• Garage design in single family zones (less restrictive)
• Solar panels on flat roofs 6” height bonus (more restrictive)
• 4’ setback for bay windows and other projections in single family zones …(less restrictive)
• Porches in setbacks (more restrictive)
• Boat and trailer parking (less restrictive)
• Marijuana business buffers from childcare centers (more restrictive)
KZC 127
• Homeless encampments
• Must be sponsored by local church, can’t be sponsored by other community organizations (more restrictive)
• Notices must be sent to HCC
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RECOMMENDATIONS
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Organizational Document Review Findings - Themes
The Strategic Plan & Vision
City Charter Documents

Governance
Leadership
Accountabilities
D&I Principles
and Strategic
Objectives
D&I
Framework

Supply
Chain
External
Stakeholders
ISO 30415-D&I
Standard

HR Life Cycle
Workforce
Policies,
processes,
and Practices

Product &
services
Inclusive Culture
Organizational
sustainability
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Recommended Action Steps
Share results, data, and
information highlighting
strengths and areas needing
improvement.

• Hire a Diversity & Inclusion leader to regularly monitor progress, support efforts, and share key highlights from the
assessment, both strengths and weaknesses.
• Celebrate key strengths and clearly communicate the benefits to staff and community members of each goal area.
• Highlight core strengths (i.e., respect) on your DEI webpage to support the community & employee value
propositions.
• Emphasize the DEI Strategic Plan as the vehicle to address opportunities.
• Publish the resulting impact of DEI Strategic Plan and resulting data to address opportunities on an annual basis.

Leverage support and
commitment to drive areas of
improvement

Increase efforts to amplify
voices, particularly those of
marginalized populations.

• Embed reminders of City leadership commitment as a key driver of inclusion for the City of Kirkland into
communications and business planning for DEI.
• Reinforce self-reported individual accountability, and perceptions of senior leadership and manager
commitment to a fair and inclusive work environment in regular DEI communications, particularly those
with a call to action for both City staff and community members.
• Embed DEI strategy across each business vertical and establish measurable objectives to hold leaders
accountable for results.
• Conduct regular focus group to better understand why some team members do not feel they have a
voice, probing on key areas from the survey with low scores across all demographics: voicing contrary
opinions, open and honest communication and perspectives like mine are taken into consideration.
• Develop managers skills so they are more capable in listening and hearing employees. Integrate into
leadership competencies and behaviors.
• Review Performance Management System to ensure regular opportunities are being taken to have open
and honest discussion between employees and their managers.
• Expand mechanisms for employees and community members to share their voice and provide ongoing
recommendations, such as Listening Sessions and Town Halls with opportunities for discussion and
feedback, team meeting processes and practices, surveys, suggestion boxes with consistent follow up.
• Leverage community partners, task-force(s) and other diverse groups as advisory groups to solve
organizational issues. Communicate their successes broadly to the community.
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Recommended Action Steps
•
•
•

Investigate diversity, equity, and
safety concerns

•
•
•

Investigate concerns around merit-based recognition, equal opportunity, and psychological/physical safety
concerns.
Conduct focus groups among demographic groups who shared the greatest equity concerns (see
recommended design on next slide).
Review performance management system and rewards processes/practices, considering lower meritbased recognition responses.
Review hiring practices / promotional practices to highlight possible inequities and redesign for equity.
Review / Audit L&D participation data, set goals for equitable growth and development experiences.
Review disaggregated data to identify opportunities of strength and growth that inform strategic direction
and decision-making.

• Probe into the biggest areas of concern, such as having a voice and equity.
• Leave space in the focus groups for any additional issues to come up (not covered in the survey).

Investigate and monitor the
experiences of marginalized
populations.

• Address psychological safety, so that all employees feel that they can share concerns openly with peers,
managers, directors, and senior leaders.
• Establish DEI competencies for the organization (operational), and for employees (leaders and individual
contributors). Build this into performance reviews and hold all accountable for growth and effort toward
goals.
• Conduct focus groups among demographic groups with lower survey scores across factors (see
recommended design on next slide).
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Recommended Action Steps
Regarding the Houghton Community Council (HCC)
Washington State law grants the Houghton Community Council unique authority over certain land use issues,
creating a barrier to the equitable distribution of City programs, services and resources both inside and outside
of their borders of jurisdiction.
These inequities include, but are not limited to, neighborhood level veto rights over the availability of affordable
housing, increased residential and commercial density, and school expansion.
Based on statements made by several members of the Houghton Community Council, no one else should
have the voice and authority that exists for the HCC because “nothing would get done in the City of Kirkland.”
Several former HCC members have expressed regret for having been members of the HCC in the past and
believe that it is antiquated and not a fair and equitable body that serves to promote access for community
members/residents that are lower income, renters, and marginalized members of the community. The HCC
has been described by most people asked as not representative of a diverse community.
Staff is therefore directed to work with the Washington state legislature, the Kirkland City Council and the
Kirkland community to sunset the existence of this council. Without the ability to fairly and equitably create a
citywide policy that gives equal voice and decision-making authority to all neighborhoods, the City Manager
should move expeditiously to bring the Houghton Community Council to a close.
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STAFFING RECOMMENDATIONS
Diversity Staffing Central Services Team
The City of Kirkland should proceed to fill the following roles:
• Diversity Manager – To assist in the monitoring, communication, and operational support of city departments in
the implementation of the Kirkland Diversity, Equity, and Inclusion Strategic Plan. This role should report to the
City Manager or Deputy City Manager.
• Outreach and Engagement Coordinator – To increase and improve regular communication and engagement
with the community and its stakeholders. Helping to connect City departments with the community for the
purpose of collaboration, and shared decision-making.
• Data Analyst – To study, track, measure, and report on data at all levels of government relative to DEI goals and
performance measures. This information should be available to both the community and City staff/leaders to
make informed decisions.
Open and Transparent Communication with Staff and Community
Work with Kirkland Communications and Information Technology to build and maintain a platform to share all of the
assessment findings, DEI strategic plan updates in a place and manner that can be accessed by the public and
staff, and other data and information informing, influencing, and guiding the DEI priorities of the City of Kirkland.
The City must publish an annual update and report of their DEI Strategic Plan to the community.
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All Recommended Action Steps
from the gap assessment are
included in the draft City of Kirkland
Diversity, Equity, Inclusion, and
Belonging 5 Year Roadmap
Structured to align with King County Equity &
Social Justice Strategic Plan
6 Goal Areas
18 Goals
67 Objectives
Defines next actions, department, performance
measures, and timing.
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Attachment B

RESOLUTION R-5434

A RESOLUTION OF THE CITY COUNCIL OF THE CITY OF KIRKLAND
AFFIRMING THAT BLACK LIVES MATTER AND APPROVING THE
FRAMEWORK FOR KIRKLAND TO BECOME A SAFE, INCLUSIVE AND
WELCOMING COMMUNITY THROUGH ACTIONS TO IMPROVE THE
SAFETY AND RESPECT OF BLACK PEOPLE IN KIRKLAND AND END
STRUCTURAL RACISM BY PARTNERING WITH THOSE MOST AFFECTED
1
2
3
4
5
6
7
8
9
10
11
12
13
14
15
16
17
18
19
20
21

WHEREAS, On February 21, 2017 the City Council adopted
Resolution R-5240 declaring Kirkland a Safe, Inclusive and Welcoming
Community for all people; and
WHEREAS, following adoption of Resolution R-5240, the City has
taken many budgetary and policy actions to make progress towards this
goal but recognizes there is still much more to be done to achieve
equity, justice and inclusion for everyone; and
WHEREAS, since the tragic killing of George Floyd by a police
officer on May 25, 2020 in Minneapolis, Minnesota, there have been
dozens of protests, marches and rallies in Kirkland calling for an end to
structural racism and for the City to demonstrate that Black lives matter;
and
WHEREAS, at the June 16, 2020 City Council meeting, the
Council issued a formal statement to the community on issues of
structural racism and injustice and requested that the City Manager
develop "a framework for a citywide response to the issues of bias and
racism towards our Black and brown community members" to be
presented at the July 7, 2020 Council meeting; and

22
23
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26
27
28
29
30
31
32
33
34
35
36
37

WHEREAS, the June 16 statement also asked the City Manager
to bring to the July 7, 2020 Council meeting "a request for necessary
resources for early implementation actions and community-wide
conversations on these critical topics"; and
WHEREAS, the Eastside Race and Leadership Coalition has for
several years brought together local stakeholders from across the
community in pursuit of a vision in which the diversity of leaders in local
government, social service and non-profit organizations, commerce and
education sectors reflect those living in the communities, and that the
decisions they make respect the cultural and social differences of those
living, working, learning and growing in these communities and
eliminate barriers that would otherwise keep them from achieving their
fullest potential; and
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WHEREAS, several notable Black leaders from the Eastside Race
and Leadership Coalition formed a group called the Right to Breathe
Committee, and since June 12, 2020 have been engaging the City in
discussions and have called upon the City to abolish systemic AntiBlackness to ensure equal justice, provide oversight and accountability
through equitable shared decision-making that embodies the phrase
"nothing about us without us", and de-escalate encounters involving
people enforcing laws and rules against Black people; and
WHEREAS, community members have encouraged the City to
evaluate police policies against the national Campaign Zero's "8 Can't
Wait" campaign to end police violence, and to commit to President
Barack Obama's four part "Mayor's Pledge", which includes: reviewing
the City's police use of force policies; engaging the Kirkland community
by including a diverse range of input, experiences, and stories in the
review; reporting the findings of the review to the community and
seeking feedback; and reforming the City's police use of force policies;
WHEREAS, this resolution incorporates elements of the "8 Can't
Wait" and "Mayor's Pledge" initiatives and is also intended to create a
path to progress on the goals of community stakeholders seeking
change;
NOW, THEREFORE, be it resolved by the City Council of the City
of Kirkland as follows:
Section 1. The City Manager is hereby directed to develop
Transparency strategies to allow the community and the Council to
understand how the City as an organization is performing. These
strategies shall include but are not limited to:
a. Developing a police "use of force" public dashboard;
b. Evaluating enhancements to the existing police dashboard
that help guard against bias in police action;
c. Developing a School Resource Officer public dashboard;
d. Developing a Human Resources public dashboard;
e. Developing a Human Services public dashboard; and
f. Other strategies identified by the community and the
Council.
Section 2. The City Manager is further directed to develop
Accountability strategies to allow the community and the Council to
understand the City's current police use of force policies and identify
possible changes to such policies. These strategies shall include but are
not limited to:
a. "8 Can't Wait" police use of force policy review;
b. Contracting for third party policy use of force review and use
of force data evaluation and analysis;
c. Structured Council use of force policy and data deliberations;
d. Evaluating options for independent civilian oversight of
police use of force.
e. Developing a police body camera pilot program; and
f. Review of national best practices for alternatives to police for
-2-
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serving those experiencing homelessness, behavioral health
issues, drug addiction and other community challenges.
Section 3. The City Manager is further directed to develop
further Accountability strategies to allow the community and the Council
to understand and identify possible changes to other City organizational
structures, programs, and policies. These strategies shall include but
are not limited to:
a. Evaluating implementation of a community court to reduce
disproportional impacts on traditionally marginalized
populations;
b. Contracting for a comprehensive City organizational equity
assessment to identify gaps in diversity, equity and inclusion
in all areas of City policy, practice and procedure, and to
identify proposed actions steps to address these gaps;
c. Conducting a comprehensive review of City procurement and
contracting processes and documents to eliminate barriers
for disadvantaged businesses enterprises to compete for City
projects;
d. Evaluating whether public art, public symbols, special events
and City programming in Kirkland are welcoming to all
community members;
e. Expanding the diversity of public art, symbols, events and
programming to be more inclusive; and
f. Other strategies identified by the community and the
Council.
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Section 4. The City Manager is further directed to develop
Community Engagement strategies to facilitate citywide conversations
about structural racism and policy and program solutions. These
strategies shall include but are not limited to:
a. Community engagement process centered around Black
people;
b. Targeted additional stakeholder engagement including
Indigenous people and people of color, with a focus on
including intersectional voices;
c. Town Halls, virtual meetings and small group discussion;
d. Surveys, mailers and social media campaigns;
e. Council retreat and public hearings; and
f. Other strategies· identified by the community and the
Council.
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Section 5. The City Manager is further directed to develop
Funding strategies to implement the entire framework set forth in this
resolution. These strategies shall include but are not limited to:
a. Funding an outside review of police use of force;
b. Funding a body camera pilot project;
c. Funding community engagement strategies;
d. Reserving additional funding to implement ideas from
community engagement, a national best practices review,
and the equity assessment; and
e. Meeting other funding needs identified by the community
-3-
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and the Council.
Section 6. The City Manager is hereby directed to return to the
Council by August 4, 2020 with funding recommendations for Council
authorization to implement the elements of the framework resolution.
Passed by majority vote of the Kirkland City Council in open
meeting this 4 day of August, 2020.
Signed in authentication thereof this 4 day of August, 2020.

Attest:

~

c21n ~

Kathi derson, City Clerk
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CITY OF KIRKLAND

DIVERSITY,
EQUITY,
INCLUSION, AND
BELONGING
FIVE YEAR ROADMAP
HOW THIS DOCUMENT IS STRUCTURED
This Diversity, Equity, Inclusion, and Belonging Five Year Roadmap is organized around 6 Goal Areas:
1.
2.
3.
4.
5.
6.

Leadership, Operations, and Services
Plans, Policies, and Budgets
Workplace & Workforce
Community Partnerships
Communications & Education
Facility & System Improvements

Each Goal Area has multiple Goals, each of which have two or more Objectives. Each Objective has an identified
Next Action, which includes the responsible department(s), a deliverable, and a due date. The formatting for this
structure is as follows:

1. Goal.
1.1 Objective.

→ Next Action.

1
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Goal Area

II LEADERSHIP, OPERATIONS, AND SERVICES
OVERVIEW
The Leadership, Operations, and Services goal area identifies pro-equity practices and systems at all levels of the
organization through accountable leadership and employees who are change agents. It recognizes the influence of
day-to-day operations in shaping the equitable access to City services. This area also accounts for the City as an
organization as it positions itself as a leader and collaborator in the region.

GOALS
1. Leadership at all levels of the government contribute to the internal
organizational culture as being rooted in diversity, equity, inclusion, and
belonging.
1.1 Formal policy statements and other legislation that center racial equity help demonstrate the
City’s commitment to diversity, equity, inclusion, and belonging and provides clear direction
to staff about the importance of this work. The City should therefore adopt a policy statement
on racial equity, including a definition of racism to include four interconnected types:
interpersonal, institutional, structural, and internalized. This expanded definition will assist
leaders at all levels of the organization in approaching our work holistically and from a
common ground of understanding.

→ The City Manager will provide options to the Council on policy approaches in Q1 2022.

1.2 Communicating the City’s values and priority around diversity, equity, inclusion, and
belonging (DEIB) at all levels of the organization contributes to a culture rooted in welcoming
and belonging. As such, staff shall infuse strong leadership message(s) on DEIB into the
City website, marketing materials, all employee job descriptions, job applications, job
advertisements, interview questions, employee orientation materials, routine messages from
the City Manager, Directors, and managers, and other opportunities.

→ CMO and the Leadership Team, in coordination with HR, will develop new hire materials
in Q2 2022.
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1.3 Sustained efforts of furthering diversity, equity, inclusion, and belonging (DEIB) goals,
including the implementation of this plan, require dedicated staff. To help further this plan,
this staff resource can strengthen strategic relationships within the organization and between
the City and community groups. Therefore, the City will hire a Diversity, Equity, Inclusion,
and Belonging Manager to guide implementation of this plan, conduct on-going internal DEIB
review, support community relations, and advise City Council and leadership on matters
related to DEIB.

→ CMO will oversee hiring process to have incumbent begin Q1 2022.

1.4 Fostering an organizational culture rooted in welcoming, inclusion, and belonging requires
staff engagement at all levels of the organization. Clear leadership from management and
the executive team helps set the tone for such an organizational culture, yet leadership by
non-management employees also contributes to diversity, equity, inclusion, and belonging
becoming daily, embodied values of the organization. To support this, the City shall
restructure the Diversity Services Team to support all department services and programs in
receiving racial equity and culturally specific knowledge, tools, and support to increase the
effectiveness of service delivery. The City shall also ensure that people of diverse
backgrounds and identities are represented in the art and décor of all City facilities.

→ CMO and Human Resources will update Diversity Services Team charter and begin
meeting in Q3 2022.

1.5 Embarking on a commitment to an enterprise-wide culture of diversity, equity, inclusion, and
belonging is a journey. The identification of regular checkpoints on progress will help ensure
that the organization stays on track in its efforts and provide meaningful transparency for the
community. Therefore, staff are directed to develop outcome performance measures for the
goals in this plan and provide regular reports on them.

→ CMO and the Finance & Administration department will integrate this plan into the annual
performance measures report beginning with the 2021 Performance Measures Report
(published in 2022).

2. City services are accessible, inclusive, equitable, and responsive to
community input.
2.1 The City currently provides multiple avenues for community members to express concerns
or complaints about City personnel. Ensuring that feedback from the community about
personnel is handled promptly, professionally, and transparently contributes to community
members’ trust in the City and its commitment to being inclusive and equitable. To support
this, staff will update the City’s Ombud Program so that community members receive
immediate and easy-to-follow responses to complaints and concerns.
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→ CMO will update the City’s Ombud Program with clear workflow, mechanisms, and

integration with complaint processes for the Police Department, including recent changes of
oversight by the Washington state Criminal Justice Training Commission, in Q1 2022.

2.2 Stabilizing community members experiencing quality of life stressors and/or behavioral and
emotional crises is a key need that has historically fallen on emergency personnel. Such
personnel are not intended to provide the intensive level of support needed for individual
high utilizers of 911 and other vulnerable community members. Providing services to such
community members in the least restrictive setting possible, improving access to achieve
earlier intervention that results in better health outcomes, and preventing hospitalization and
criminal legal involvement, whenever possible, are outcomes that require a different, holistic
approach to crisis intervention. Therefore, staff are directed to prioritize the implementation
of the Community Responder Program.

→ CMO will oversee hiring processes to have incumbents for the Supervisor and Lead

Community Responder positions to begin in Q1 2022, and to have the remaining positions
filled in Q1 2022.

2.3 Park facilities and recreation programs provide an important outlet for community members’
sense of well-being and belonging by supporting exercise, connecting with nature,
recreating, and building community. Parks and recreation programs can be newer
community members’ initial entry point to City services and connection to the broader
community. To help ensure a welcoming and belonging community, staff shall regularly
review park usage guidelines and procedures, including facility reservation and recreation
registration processes, and align future improvements and programming with needs of the
community.

→ Parks and Community Services will include recommendations on equity improvements of
these processes as part of the forthcoming Parks, Recreation, and Open Spaces Plan, to be
adopted in 2022.

2.4 School Resource Officers in Kirkland are intended to help keep students physically, socially,
and emotionally safe at school, provide for positive interactions between officers and
students, families, and community members, connect students with supportive services, and
help keep students out of the criminal justice system. School Resource Officers were
requested by the community and included in the 2018 Police Proposition 1. However, there
are also community concerns, particularly among students and families of color, about the
impact on students of color by a police presence in schools. Therefore, staff are directed to
make needed changes to the School Resource Officer Program to meet the varied
community interests.

→ CMO will begin any needed community engagement in Q4 2021 to inform program
changes in Q3 2022.
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2.5 In the traditional justice system in the United States, punitive action is taken against lowlevel, non-violent offenses like theft, shoplifting, and trespassing, which does not address the
reasons behind the crime. Problem-solving alternatives like Community Court seek to go
beyond punitive actions to identify and address the underlying challenges of court
participants that may contribute to further criminal activity. Community Court participants
often engage with a community resource center for needed services such as drug and
alcohol treatment, financial and housing assistance, and employment/educational services.
This approach allows people to get the services they need to address the underlying issues,
which helps reduce recidivism. The City should therefore continue operation of the Kirkland
Community Court and prioritize resource needs for it and the related Resource Center.

→ The Municipal Court and CMO will maintain ongoing support for the Community Court

Pilot Program, report on performance, and will bring forward any resource needs as part of
the 2023-2024 biennial budget process (Q4 2022).

3. Kirkland is a trusted regional partner and leader in racial and social equity
initiatives.
3.1 Many organizations and governments are engaging in diversity, equity, inclusion, and
belonging assessments to inform their strategic planning for both internal and external
policies, processes, and programming. Collaboration at the regional level is an important
way for the City to contribute to this work, learn best practices, and demonstrate its
commitment to these values. As such, staff will continue to contribute to regional events and
conferences to develop shared analysis, learning, and planning with governments and
community groups within the Northwest region, including the Governing for Racial Equity
and Inclusion Group, Eastside Race and Leadership Coalition, and others.

→ CMO will maintain attendance and planning coordination with the Human Service

Division, Police Department, Human Resources, and other relevant departments, and will
provide quarterly presentations on insights and trends at the City leadership retreats
beginning in Q1 2022.

3.2 Just as regional engagement helps the City position itself as a learning leader in diversity,
equity, inclusion, and belonging work, many opportunities exist nationally for the City to
deepen its best practices and amplify the efforts of other governments. The City shall
support national racial justice initiatives within government through participation in events,
peer exchanges, and best practice resource-sharing with public and private organizations,
such as the Government Alliance for Race and Equity (GARE), Race Forward, PolicyLink,
and the National League of Cities.

→ CMO will maintain an ongoing list of national racial justice initiatives which the City is

participating in and will publish on the City’s website in Q1 2022 and will update regularly.
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3.3 Welcoming America is a nonprofit, nonpartisan organization that leads a movement of
inclusive communities becoming more prosperous by ensuring everyone belongs. The City
signed on as a welcoming city through the Welcoming America network in 2017. One
initiative of Welcoming America is its Certified Welcoming process, a formal designation for
cities and counties that have created policies and programs reflecting their values and
commitment to immigrant inclusion. Obtaining Certified Welcoming would demonstrate the
City’s commitment to diversity, equity, inclusion, and belonging (DEIB); however Certified
Welcoming requirements include several elements that would best be addressed in
partnership with other Eastside cities and community-based organizations. To support this,
staff will continue participation in the Welcoming Cities Collaborative with other Eastside
cities and community-based organization(s) to develop a regional plan on DEIB efforts,
which includes as an outcome achieving the Certified Welcoming designation for the region
from Welcoming America.

→ CMO will continue to partner with Eastside cities and community-based organization(s)
to develop a draft regional plan by Q4 2022.

3.4 Washington State law grants the Houghton Community Council unique authority over certain
land use issues, creating a barrier to the equitable distribution of City programs, services and
resources. These inequities include, but are not limited to, neighborhood level veto rights
over the availability of affordable housing, increased residential and commercial density, and
school expansion. Staff is therefore directed to work with the state and the Kirkland
community to sunset the existence of this council.

→ The City’s state legislative agenda will include sunsetting the Houghton Community
Council in Q4 2021.

3.5 Acknowledging and sharing an authentic history of place is a key component to creating a
welcoming, inclusive, and belonging community. Giving voice to the history of the
Indigenous People who resided in present-day Kirkland and understanding their
contributions and challenges with Kirkland’s past helps the City move forward in a more
equitable way. As such, staff will continue to collaborate with local tribal communities to
complete the Indigenous history of Kirkland project, with associated land acknowledgement
statement, and integrate the document with relevant plans and programs, such as the 2044
Comprehensive Plan update, neighborhood plans, and wayfinding signage.

→ CMO will bring to Council for review and potential adoption a draft document in Q4
2021.
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Goal Area

II PLANS, POLICIES, AND BUDGETS
OVERVIEW
The Plans, Policies, and Budgets goal area focuses on integrating equity into department work plans. It aligns efforts
throughout City departments and with other levels of government. This goal area also emphasizes the impact
financial decisions can have on equity.

GOALS
4. Department and agency business plans, including line of business and other
planning processes, include analyses of equity impacts from their operations,
services and programs.
4.1 Integrating analysis of equity into daily work of the departments helps center equity into City
processes and programs. This allows for continual reflection and improvement, which are
key aspects of equity work. To support this, staff will standardize the process and
implementation of an equity impact assessment tool and provide training to all managers on
its application within their work plans.

→ CMO will formalize an equity impact assessment tool and will provide at least one staff
training session by Q2 2022.

4.2 The City’s Comprehensive Plan and other long-range planning efforts guide City Council,
leadership, and staff in various decisions related to Kirkland’s future. Ensuring that the
perspectives, insights, and voices of Black, Indigenous, and other People of Color (BIPOC)
are included in the creation and review of such plans helps them be reflective of Kirkland’s
diverse community. As such, the City will identify and utilize a BIPOC and equity-centered
third-party review process, as a supplement to the City’s use of the Urban Land Institute, for
the City’s Comprehensive Plan and other long-range planning processes.

→ The Planning and Building department will provide recommendations by Q2 2022.

4.3 Data from numerous sources, including Public Health – Seattle & King County and others,
demonstrates the disproportionate impact that large scale emergencies have on
communities of color, communities of lower income, and limited English proficiency
speakers, among others. Many factors contribute to a safe community in the case of
emergency, and the City provides a critical leadership role in such situations. Therefore, the
City shall incorporate procedures into emergency plans to support the safety of populations
that may be at higher risk of impacts, with regular review to account for demographic
changes.
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→ The Office of Emergency Management will update all relevant procedures and define a
regular review process by Q3 2022.

5. Equity and social justice initiatives are synchronized across City departments
and with other government entities, such as County, State, and Federal.
5.1 Collective impact with other governmental and community partners is best achieved through
strategic alignment of priorities for equity and social justice. King County has demonstrated
that its approach is to “lead with race” in King County’s implementation of its Equity and
Social Justice Strategic Plan. To best leverage strategic alignment, the City will align
Kirkland’s equity efforts with King County’s approach to “lead with race” related to prioritizing
categories of equity.

→ The City Manager will provide options to the Council on policy approaches in Q2 2022.

5.2 Since 2011, the City Council has adopted City Work Programs to help implement priority
goals, identify the priority focus of the City’s staff and resources, and enable the public to
measure the City’s success in accomplishing its major policy and administrative goals. The
Work Program is developed in conjunction with the biennial budget process. Implementation
of Resolution R-5434 was one of the 2021-2022 Work Program items. To ensure the
continuation of diversity, equity, inclusion, and belonging (DEIB) work, the City will continue
to incorporate DEIB efforts into the biennial City Work Program.

→ CMO will integrate recommendations for Council consideration into the 2023-2024
biennial budget process (Q4 2022).

5.3 The Washington State Legislature passed several bills during the 2021 session that
influence law enforcement statewide, which have now gone into effect. Some of the recent
reforms to Washington’s law enforcement rely heavily on transferring services to non-law
enforcement service providers, such as behavioral health providers and homeless services.
This approach aligns with the City’s implementation of its new Community Responder
Program. The Kirkland Police Department evaluates and implements changes to its policies
regularly to reflect best practices and community feedback, and many of the new legislative
changes had already been adopted in Kirkland. The City shall ensure full implementation of
2021 legislative actions on police reform in internal Police Department processes, civilian
oversight processes, and responses to emergency calls related to mental health.

→ Police Department and CMO will integrate changes and provide an update by Q1 2022.
6. Financial decisions include equity impact assessments and considerations.
6.1 The City’s budget is not only an operational roadmap of how to support public safety,
maintain parks, keep pedestrians safe, or protect our natural environment, but it is also a
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statement of values. Integrating analysis of equity into the budget process centers equity into
the City’s core document of operational decisions. Doing so helps ensure that the
investments made by the City in the provision of services embody the values and priorities of
diversity, equity, and inclusion. As such, the City will factor diversity, equity, inclusion, and
belonging considerations into the budget process by incorporating an equity impact
assessment into each service package request and other specific and appropriate budget
processes.

→ CMO and Finance and Administration will integrate an equity impact assessment into the
2023-2024 biennial budget process (Q2 2022).

6.2 City personnel represent a wide variety of roles and responsibilities that together
demonstrates a level of service for a particular line of business. To meet service level
demands that sometime shift between budget cycles, departments seek to adapt or add
positions by submitting position adjustments. Integrating analysis of equity into position
funding centers equity into the City’s decision making around level of service related to
personnel. Therefore, staff will incorporate an equity impact analysis and statement into the
required components of processes used in staff funding outside of the regular budget
process.

→ Finance and Administration will integrate an equity impact assessment into memoranda
in support of positions and other staff funding processes by Q2 2022.
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Goal Area

II WORKPLACE & WORKFORCE
OVERVIEW
The Workplace & Workforce goal area emphasizes fostering a workplace that is empathetic, respectful, and engaged
with social and racial equity issues. It provides an overview on actions to help in developing a high-performing
workforce that reflects the Kirkland community. This goal area articulates goals for intentional employee
development through training, coaching, and mentoring. It also addresses staff recruitment at all levels of the
organization.

GOALS
7. The workplace culture is one of empathy, respect, and engagement with social
and racial equity issues.
7.1 The perspectives, sentiment, and suggestions of staff are both valuable indicators of
organizational climate and insightful sources of meaningful change. One-on-one interviews
and similar opportunities for sharing, such as focus groups, are valuable for understanding
the perspective of staff. Additionally, broader scale, quantitative sources of data through a
survey instrument can highlight larger trends for both challenges and opportunities.
Therefore, the City will implement an employee feedback program with focus groups and an
annual employee engagement survey of all staff to assess, among other topics, perceptions
of work culture, career advancement, and having the necessary skills and support to apply
diversity, equity, and inclusion.

→ Human Resources will pilot a focus group process and will publish a pilot employee

engagement survey by Q3 2022, with results published on the City’s intranet for all
employees to review by Q4 2022. Data will include demographic indicators including race,
gender, location, tenure, and level.

7.2 Shared decision making between supervisors and their staff can contribute to creative
problem solving within their group for business practices, policies, and programs that impact
them and the community. Allowing for meaningful staff participation in decision making can
also help staff feel more ownership over their role and the service they provide the
community. As such, the City will provide training to supervisors to ensure that employees
have opportunities to make meaningful contributions to decision making. The City shall
encourage and support active engagement and collaboration among managers and staff to
positively influence decision-making and outcomes.

→ Human Resources and CMO will research best practices and begin training of
supervisors by Q2 2022.
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7.3 Ongoing training in cultural competence, implicit bias, and other diversity, equity, and
inclusion topics is necessary to ensure that the organizational culture continues to be one
that is rooted in welcoming and belonging. Offering training on these topics annually
supports the growth and deepening understanding of longer-term staff, as well as
onboarding new employees. To support this, the City will integrate cultural competence,
implicit bias, and other diversity, equity, inclusion, and belonging (DEIB) topics into standard
City trainings and will recognize individuals and teams for their contributions made toward a
welcoming and belonging workplace. Further, the City shall establish DEIB competencies
that will provide the foundation of expectations for all City employees.

→ Human Resources will audit current trainings, research options, and provide options to
CMO for review by Q2 2022 with implementation by Q3 2022.

7.4 The meaningful participation of staff in performance evaluations of their supervisors can help
foster a more trusting, engaged, and higher performing workforce through all staff being
provided different perspectives of their performance. Appropriate measures would need to
be implemented to ensure that there was no potential for retaliation or other unintended
negative consequence. As such, the City will strengthen avenues for trusted and safe staff
feedback to supervisors by employing 360-degree feedback reviews or similar methods.

→ Human Resources will identify a tool for staff feedback and will begin training supervisors
on its use by Q3 2022.

7.5 Managing conflict is an essential part of building a welcoming and belonging culture. An
organization’s ability to create a safe, empathetic, and respectful workplace is dependent on
having conflict resolution systems and resources available and accessible to all City staff. As
such the City shall create a clear protocol for managing conflicts, provide education and
training on how to manage conflict productively, and implement a process to measure the
performance of these efforts.

→ Human Resources will research best practices and provide options to CMO for review by
Q3 2022.

8. Employee knowledge and talent is intentionally developed through training,
coaching, and mentoring.
8.1 Many factors contribute to employee satisfaction, including the engagement and support of
their supervisor in their career development. Such support could look like co-creating
development plans with each employee that includes regular check-ins on the employee’s
experience at the City and the City’s role in retaining that employee. The plan can identify
next actions related to training opportunities and “on-the-job” exposure for how the employee
plans to grow their talent at the City, if they want. Therefore, the City will train supervisors
on working with employees on co-creating employee development plans.
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→ Human Resources will research employee development best practices, identify options
for review by the leadership team, and train to supervisors on its use by Q3 2022.

8.2 Many factors contribute to employee satisfaction, including having a clear career path to
develop and grow. While some job classifications in the City have clear career paths, others
do not, which can lead to talented staff feeling dissatisfied and potentially seeking
employment elsewhere. To help address this, the City will work with the relevant unions to
establish clear career paths for job classifications, with identified competencies, skills, and
training to guide employee career development and succession planning.

→ Human Resources will work with relevant unions to establish career development paths
by job class and publish on the City’s intranet by Q4 2022.

8.3 Employees leave employment with the City for a variety of reasons. Robust data collection
is needed to ensure that such reasons are not evidence of patterns of inequity or barriers to
equal employment opportunities. Therefore, the City will enhance current assessment tools
(e.g. application pool, hiring data, promotion data, and exit surveys) to measure attrition,
identify reasons for attrition, and address barriers to equal employment opportunities.

→ Human Resources and CMO will audit current process and implement improvements by
Q3 2022.

9. Talent acquisition practices consistently provide equal opportunity and strive
to close representation gaps at all levels.
9.1 Including a diversity of perspectives on hiring panels helps counter unconscious biases
towards candidates of color, women candidates, limited English proficiency candidates,
veterans, and candidates with disabilities. Providing a consistent and standard approach to
ensuring diverse hiring panels will operationalize this support mechanism throughout the
organization. In support of this, the City will develop diverse hiring panel guidelines and
process and require hiring managers to certify that they were followed for all selections prior
to offer of employment. Such hiring panel guidelines and process will include a strong
presumption for external job postings.

→ Human Resources will research best practices, create interview guidelines, and
distribute and provide training to hiring managers by Q2 2022.

9.2 Due to their role in the hiring process, managers play a critical function in providing equal
opportunity for diverse candidates. As such, hiring managers need to understand and be
skilled at encouraging a welcoming and belonging environment. Therefore, the City will
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require hiring managers to include at least one interview question to assess management
candidates on their ability to foster diversity, equity, inclusion, and belonging.

→ CMO and Human Resources will develop at least five standard DEI interview question
options for hiring managers for use beginning Q2 2022.

9.3 Emergency personnel in the Fire and Police Departments are often a community member’s
primary personal interaction with the City. Encouraging a diversity of emergency personnel
that represents the Kirkland community demonstrates to the diverse Kirkland community that
they are welcome and belong here. As such, staff will implement and enhance the current
comprehensive recruitment plans for the Fire and Police Departments that focuses on
underrepresented categories of staff, focusing on race, ethnicity, and gender identity, and
accounting for other social factors that contribute to intersectional identities of potential
candidates.

→ Human Resources will provide an update to CMO on the status of the plans by Q2 2022
for continued enhancement and implementation in 2022.

9.4 Regular tracking of diversity in the City’s hiring process provides the needed data to adjust
strategies and tactics to achieve the City’s goals around diversity, equity, inclusion, and
belonging (DEIB). Reporting on such progress also provides accountability and
transparency to the organization and the community on the City’s commitment to DEIB
goals. Such tracking and reporting are best achieved using specialty software. Therefore,
the City will implement a software platform that supports diversity hiring and tracking.

→ Human Resources and Information Technology will complete implementation of a
software platform by Q4 2021.

13

Attachment C: Draft Diversity, Equity, Inclusion, and Belonging Five Year Roadmap
October 19, 2021

Goal Area

II COMMUNITY PARTNERSHIPS
OVERVIEW
The Community Partnerships goal area ensures the City’s contracts and other agreements express its equity and
social justice values and policies. It identifies ways the City can help build internal capacity for community-based
organizations partnering with the City as well as supporting the growth and sustainability of our community partners.
This goal area also respects the importance of formal and informal, on-going relationships with community partners to
foster continual improvement of City services.

GOALS
10. The City’s equity and social justice values and policies are expressed in
contracts and other agreements.
10.1 Creating a procurement environment in which business owners of color, women-owned
businesses, and immigrant-owned are afforded equitable opportunities for business
partnerships with the City to create the opportunity to leverage City spending to increase
utilization of such businesses. Implementing a policy and program that provides the
maximum practicable opportunity for increased participation by such businesses in City
contracting for public works, consulting services, supplies, material, equipment, and other
services will demonstrate the City’s commitment to fostering a welcoming and belonging
community. Therefore, staff are directed to implement the Equity in Contracting policy and
associated program to expand vendor recruitment, internal organizational training, and
external vendor training.

→ CMO and Finance and Administration, in consultation with the City Attorney’s Office, will
update all necessary contract language and develop a training schedule and other program
elements by Q2 2022.

10.2 The City has provided for several years grants to Kirkland’s neighborhood associations that
in totality represent the geographic extent of Kirkland. Although neighborhood associations
provide valuable community building activities, opportunities for other groups to seek funding
for community building would help foster a more welcoming culture and sense of belonging
across the community. As such, staff will develop formal opportunities for funding of
community building activities beyond the Neighborhood Matching Grant Program for diverse
community events or similar programs that celebrate Kirkland’s diversity.

→ Based on available funding, CMO and Parks and Community Services will develop a
pilot program to launch Q2 2022.
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10.3 Agencies providing human services, as well as other small non-profit or community-based
organizations, often do not have enough administrative staff capacity to complete multiple
funding applications. Numerous cities throughout King County came together to form the
Human Services Funding Collaborative, a shared application platform that helps minimize
administrative burden for organizations seeking funding to provide services in food security,
housing and homelessness prevention, health, mental health, and youth services, among
others. City staff will continue to utilize the shared application of the Human Services
Funding Collaborative to decrease administrative burden on service providers and better
understand local and regional needs.

→ Human Services division will continue to manage the Human Services Funding

Collaborative applications and tasks associated with the grant for the 2023-2024 biennial
budget cycle (Q3 2022).

11. City partnerships with community-based organizations contribute to building
their internal equity practices and capacities.
11.1 Business service organizations, business associations, and health and human services
organizations around the region highlighted the impacts of the pandemic on immigrantowned businesses. Feedback from the businesses demonstrated that many of them would
benefit from technical assistance in language with access to additional translation services
and further technical assistance. To help foster a welcoming and inclusive business
environment, staff will provide technical assistance services for business operations that is
culturally competent and provides access to in-language support.

→ CMO will launch a pilot program of cultural navigators for business technical assistance
by Q1 2022.

11.2 The active participation of community members in seeking to make a difference in the civic
life of the community, including having the ability, agency, and opportunity to be involved in
decision-making processes that affect them, is foundational for transparent and responsive
government. Although the City provides various opportunities for engagement, additional
work focused on community members from groups underrepresented in civic life, including
Black, Indigenous, and People of Color (BIPOC), will help foster a community that is more
welcoming and promotes a culture of belonging. Therefore, staff is directed to offer trainings
to community groups about how the City works and the services it provides, with an
emphasis on BIPOC and other groups underrepresented in civic life. Further, the City will
encourage, develop, support, and maintain opportunities for robust collaboration between
community members, City staff, and City leaders.

→ CMO will develop a regularly occurring civic training program that provides community

members with knowledge of City functions and processes with the first training occurring by
Q4 2022.
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11.3 Kirkland's Neighborhood Associations are independent non-profit organizations that serve to
enhance the civic life of the Kirkland community. The City recognizes 13 neighborhood
association boundaries that encompass the entire geographic area of the City.
Neighborhoods are the building blocks of any city, and Kirkland is enriched by these strong
civic organizations that work alongside the City to improve the quality of life for everyone in
Kirkland. The neighborhood associations are open to all members of the community and
often engage longer term residents, particularly those that own their home. Supporting the
neighborhood associations in diversity, equity, inclusion, and belonging efforts will help
foster a Kirkland that is more welcoming. As such, staff will help increase the diversity of
representation on neighborhood association boards and general membership.

→ CMO will collaborate with the Kirkland Alliance of Neighborhoods in developing a plan to
be implemented by Q4 2022.

12. On-going relationships, both contractual and informal, contribute to a
continual improvement of City services to better meet the needs of all Kirkland
community members.
12.1 Community feedback collection as part of the City’s public processes can seem transactional
to some community groups. Although unintended, this impact can sometimes deter further
engagement from some community members or groups who would feel more supported by
the building of relationships before the City requests information from them. To support this,
staff will operationalize proactive relationship-building with community groups with the goal
that the relationships offer mutual benefit.

→ CMO will develop a framework to be implemented by Q2 2022.

12.2 The work of fostering a safe, inclusive, and welcoming community where everyone belongs
includes being able to appropriately respond to incidents of hate and bias that may occur.
Developing a response and support plan to such incidents will demonstrate to the
community, including businesses, that the City prioritizes the well-being and safety of all
community members. King County recently supported the establishment of the Coalition
Against Hate & Bias. Staff will work with the community to develop a response and support
plan to incidents of hate and bias that occur in the community that can be easily
communicated with community partners, businesses, and neighborhoods and that aligns
with the intent of the King County Coalition Against Hate & Bias.

→ CMO and the Police Department will work with community groups to publish a draft plan
by Q2 2022.

12.3 The City has several advisory boards and commissions which are responsible for
formulating new ideas, gathering information, hearing and receiving public comments,
analyzing complex issues, and making recommendations for specific projects and policies.
Board members and commissioners are appointed by the City Council, which seeks to make
appointments of qualified candidates who reflect the diversity of Kirkland, including with
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respect to race, ethnicity, gender, sexual orientation, gender identification, the presence of
any sensory, mental, or physical disability, background, and perspective, and status as a
home owner or renter in Kirkland. To ensure a diversity of applicants, staff will develop a
strategy to ensure that applicants for City Boards and Commissions are representative of the
demographic diversity of the community.

→ CMO and the City Clerk’s Office will develop a recruitment strategy to increase
representation for Boards and Commissions by Q2 2022.

12.4 The concept of third place is that of a welcoming place beyond our homes and places of
work. Sometimes, community members may use businesses as third places in a way that is
unintended by the business, which can have impacts on the feeling of Kirkland being a
welcoming and belonging community. Therefore, staff will work with the business
community to continue education, outreach, and training on developing equitable and
welcoming “third places” throughout the community.

→ CMO will work with the Greater Kirkland Chamber of Commerce and other local

business organizations to implement training with the first program to occur in Q1 2022.

17

Attachment C: Draft Diversity, Equity, Inclusion, and Belonging Five Year Roadmap
October 19, 2021

Goal Area

II COMMUNICATION & EDUCATION
OVERVIEW
The Communication & Education goal area supports the City’s effective learning, outreach, and engagement with a
diverse community. The City of Kirkland assures that no person shall on the grounds of race, color, national origin, or
sex, as provided by Title VI of the Civil Rights Act of 1964 as amended, and the Civil Rights Restoration Act of 1987
(P.L. 100.259) be excluded from participation in, be denied the benefits of, or be otherwise subjected to discrimination
under any of its federally funded programs and activities. The City further assures every effort will be made to ensure
non-discrimination in all of its programs and activities, whether those programs and activities are federally funded or
not. This goal area identifies strategies of communicating with limited English proficiency community members. It
infuses equity, inclusion, and belonging values into community member engagement with City services and
opportunities. This goal area also supports the effective education, engagement, and communication of and
authentic conversation about City initiatives with internal and external stakeholders.

GOALS
13. The City can effectively communicate with limited English proficiency (LEP)
community members.
13.1 Kirkland, like other communities in East King County, has experienced a shift in
demographics over the last several years, including an increase in those with limited English
proficiency. The City values the contributions of all members of the community and makes
every effort to ensure that language is not a barrier to engagement with the City. As such,
staff will increase City-wide language access and interpretation resources through
standardized processes and creation of a City Language Access Plan, including training to
all departments on use.

→ CMO, Finance and Administration, Human Resources, and Information Technology will
collaborate on standard support documentation and training published by Q2 2022.

13.2 Translating vital City documents is the primary means of ensuring the City meets its
obligation under Title VI. Additionally, the translation of documents also demonstrates the
City’s commitment to fostering a community of welcoming and belonging. The cost to
translate documents is generally absorbed into departmental budgets but in some cases is
not anticipated during the budgeting process. To help further the City’s efforts at inclusion,
staff will identify funding in all department budgets for Title VI vital document translation.

→ CMO and Finance and Administration will support all departments in identify anticipated
budget needs for Title VI vital document translation, with specific funding allocations
identified through the 2023-2024 biennial budget process (Q4 2022).
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13.3 Bilingual personnel can enhance the City’s ability to meet the customer service needs of the
community. In recognition of this additional expertise, the City will explore a pilot Bilingual
Pay Program for employees with demonstrated skill in a language (including American Sign
Language) used by any group constituting at least 5% of Kirkland. Such a staff person
would be a resource for other staff in minimal interpretation and translation tasks.

→ Human Resources will research best practices, liaise with relevant unions, and present
options for CMO review by Q4 2022.

14. Community member engagement with City services and opportunities
embodies values of equity, inclusion, and belonging.
14.1 Due to the size of the City as an organization, outreach and engagement activities are
conducted by nearly all departments semi-autonomously. Examining and reflecting on the
current processes used by different work divisions will ensure that there is a consistent and
coordinated approach to community engagement across the organization. Therefore, staff
will assess the effectiveness of the City’s community engagement processes, and, based on
that assessment, develop City-wide guidelines for engagement that ensure relationship
building, consistency, coordination, and follow-up.

→ CMO, in collaboration with other departments and community partners, will assess the

existing engagement processes and will make recommendations as necessary by Q3 2022.

14.2 Actively cultivating civic leaders will help ensure that the Kirkland community is highly
engaged in seeking to make a difference in the civic life of the community. Although the City
provides various opportunities for engagement, additional work focused on community
members from groups underrepresented in civic life, including Black, Indigenous, and
People of Color (BIPOC), will help foster a community that is more welcoming and
belonging. Therefore, staff will develop and implement the Civic Accelerator Program to
cultivate civic engagement for the purpose of diversifying public participation in various
governmental processes and neighborhood organizations.

→ CMO, in collaboration with other departments, will finalize and implement the pilot Civic
Accelerator Program by Q4 2022.

14.3 The City currently participates in various meetings with community members or groups.
These meetings can provide an opportunity and avenue to support efforts of diversity, equity,
and inclusion throughout the community. As such, staff will evaluate and restructure regular
meetings with community groups or leaders – such as the Inclusion Network, the Kirkland
Alliance of Neighborhoods, and the Business Roundtable – to incorporate themes of
diversity, equity, inclusion, and belonging (DEIB) implementation at the City and in the
community. The City of Kirkland will actively model, support, benchmark, and otherwise
encourage implementation of best practices of DEIB through active engagement.
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→ CMO will work with relevant groups and departments to implement recommendations by
Q2 2022.

15. City initiatives are clearly communicated and foster effective dialogue between
both internal and external stakeholders.
15.1 Keeping both the community and internal staff updated on the status of this Plan is a key
requirement for successful and transparent implementation. Providing such updates in ways
that are most meaningful and effective to the various audiences helps ensure a sense of
welcoming and belonging around this Plan, which will further engender a sense of
transparency, accountability, community ownership, and commitment to its success. To
support this, staff will develop and implement effective, culturally competent communication
plans for internal and external audiences that provide regular updates on progress made on
this Plan. Additionally, the City will design, develop, and maintain a public facing webpage to
communicate information and updates regarding this plan, which includes relevant data and
resources for the benefit of the community.

→ CMO will develop initial communication plans by Q2 2022.

15.2 This Plan should be considered a living document. Although it provides a roadmap with
destinations and milestones, those should be regularly reviewed and aligned with community
expectations. Therefore, the City will provide regular avenue(s) for community feedback
about this Plan and its implementation at City Hall for All and/or other effective platforms.
Each department should include in its diversity, equity, inclusion, and belonging (DEIB)
strategic planning a mechanism to regularly receive, process, and respond to community
feedback in a manner that is consistent with the spirit of promoting DEIB.

→ CMO will incorporate feedback opportunities into its initial 2022 work plan by Q1 2022.

15.3 Kirkland’s diverse community represents various cultures and backgrounds. Effective and
efficient outreach and engagement by and between the City and the community is best
achieved by employing culturally sensitive and effective methods and messages. To support
this, staff will identify and/or provide training for culturally effective outreach methods and
develop department level culturally effective outreach plans and strategies.

→ CMO will research best practices, develop a pilot program, and provide training by Q2
2022.

15.4 Traditional channels for City communications, whether owned (email listservs), shared
(social media), or earned (news media), have inherently limited reach in the community.
Engaging with those in the community that have been historically underrepresented in civic
life, including those that identify as Black, Indigenous, or People of Color (BIPOC),
LGBTQIA+, and immigrants, requires proactive measures of relationship building,
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community partnerships, and alternative means of outreach and engagement. As such, staff
will establish a proactive network of community members that identify as BIPOC,
LGBTQIA+, immigrant, and other categories of civically underrepresented community
members who are interested in providing input about their lived experiences as part of City
feedback collection processes.

→ CMO will research best practices and develop a pilot program to begin Q2 2022.

15.5 Learning and training opportunities are an important method of sharing knowledge, data, and
best practices in diversity, equity, inclusion, and belonging. To support this, the City will
host, sponsor, and support learning opportunities and will share information, resources, and
tools designed to foster a community that reduces disparities and inequitable outcomes.

→ CMO will incorporate such opportunities into its initial 2022 work plan by Q1 2022 and
will evaluate requests on a case-by-case basis.

15.6 Learning must be accessible to all residents, businesses, and organizations across the city
to transfer information, promote collaboration, and build community. The impacts of COVID19 have caused many in-person outreach, engagement, training, and learning opportunities
to be postponed or cancelled because of concerns for public safety. With many physical
spaces having closed or operating with reduced capacity, virtual spaces are increasingly
being utilized by governments, businesses, and residents. Most negatively impacted are
people with lower incomes lacking broadband internet access and individuals with disabilities
requiring communication accommodations to effectively communicate their needs in
accessing services and resources. Therefore, staff will assess and identify spaces and
resources that will help close the participation gap and achieve better outcomes for the
community.

→ CMO, in collaboration with the other departments, will research best practices and
develop a resource list of options by Q1 2022.

15.7 Regular tracking and reporting of key data contributes to the City’s goals around diversity,
equity, inclusion, and belonging (DEIB). The City Council included the development of
various dashboards for use of force, general crime, School Resource Officer, Human
Resources, and Human Services as part of Resolution R-5434. Publishing such dashboards
provides transparency and accountability for the community and Council to understand how
the City as an organization is performing. To support this, the City will complete the
dashboards called for in Resolution R-5434 for use of force, general crime, School Resource
Officer, Human Resources, and Human Services.

→ CMO will coordinate the completion of all remaining R-5434 dashboards in Q4 2021.
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Goal Area

II FACILITY & SYSTEM IMPROVEMENTS
OVERVIEW
The Facility & Systems Improvements goal area affirms the City’s Capital Improvement Program’s role in advancing
equity and identifies opportunities to be informed by underserved communities. The Capital Improvement Program
(CIP) funds the City's capital needs over a six-year period based on various City-adopted long-range plans, goals and
policies. Capital projects are generally large-scale in terms of cost, size, and benefit to the community. This goal area
seeks to identify historically underserved areas through data and analysis to help fix historical inequities. This area
also encourages planning for the impacts of large-scale events while centering the needs of disproportionately
vulnerable communities.

GOALS
16. The City’s Capital Improvement Program includes clear strategies to advance
equity, which are informed by underserved communities.
16.1 A critical element of a balanced Capital Improvement Program (CIP) is preserving or
enhancing existing facilities while providing new assets that will support service needs and
community growth. Although much of the CIP is highly technical or prescriptive in nature,
additional opportunities for community involvement in the CIP processes ensures
underrepresented community members and groups have their voices heard for these critical
services. Therefore, staff will incorporate more community feedback into prioritizing the
City’s capital improvement program. The City will develop, design, and implement a formal
plan to solicit regular feedback and participation from the community on decisions related to
the CIP, with a particular emphasis on underrepresented community members.

→ Public Works and CMO will expand current options for community input on the CIP to
inform the adoption of the 2023-2028 CIP (Q3 2022).

16.2 Soliciting feedback from the community for City programs, policies, and plans is a key
characteristic of a transparent and responsive government. However, unintended barriers to
participation exist for some community members based on their social, cultural, ethnic,
and/or historical experiences. Offering compensation to participants of select processes is
one way to decrease barriers to active engagement and participation for those that may
need to obtain child care or incur other expenses in order to participate, while also
acknowledging the time, energy, and effort in discussing personal experiences that may
include painful stories. To support this, the City shall adopt a policy to compensate
community members from underrepresented groups who are most likely to not be engaged
on a regular and consistent basis in civic life, such as those from lower income communities,
people of color, and renters, for providing input from their lived experience.
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→ CMO and Finance and Administration will develop a pilot program for implementation by
Q2 2022.

16.3 Body worn cameras for police officers can demonstrate that a police agency is willing to be
transparent and accountable for its actions and provide mutual safety and accountability
between police and the community. Research supports that body worn cameras can lead to
reductions in use-of-force incidents and community member complaints. Successful
deployment of body worn cameras relies on thorough development of operational policies
governing their use. To encourage transparency and safety, the City will implement a body
worn camera pilot program that does not allow for facial recognition capabilities and that is
informed by extensive community engagement, particularly with Black, Indigenous, and
other People of Color (BIPOC).

→ CMO will begin a community engagement process for the body worn camera pilot
program by Q4 2021 for an implementation of the program by Q2 2022.

17. Capital Improvement projects are mindful of historically underserved areas
and seek to remedy any existing inequities.
17.1 Numerous public data sources exist for demographic data, including, but not limited to, the
Census, Washington Office of Financial Management, Washington State Department of
Transportation, and the Washington Office of Superintendent of Public Instruction.
Compiling demographic data for specific areas of Kirkland will help the City identify potential
gaps in service. Therefore, the City will standardize a consistent source of aggregated data
from various sources that can be used by all departments to identify areas in the City of
lower income, higher rates of residence by communities of color, and/or of limited English
language proficiency to ensure equitable investments are made throughout the city.

→ Planning and Building, Information Technology, and CMO will develop a pilot data tool
that incorporates available demographic data sources for initial launch by Q3 2022.

17.2 Integrating analysis of equity into the identification and prioritization of capital projects helps
center equity into these major City investments. Doing so help ensure that investments are
informed by any existing inequities. To support this, the City will incorporate an equity impact
assessment to the Capital Improvement Program (CIP) process and projects. Every effort
will be made to solicit input and experiences of residents, business, and interested
community members to best inform needs.

→ CMO, Finance and Administration, and Public Works will integrate an equity impact
assessment into the 2023-2028 CIP adoption process (Q3 2022).

17.3 Integrating analysis of equity into department strategic and master plans helps center equity
in these foundational City documents that guide policy, programs, and procedures. Such
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plans currently underway include the Parks, Recreation, and Open Spaces Plan, the Active
Transportation Plan, and utility comprehensive plans. Therefore, the City will incorporate an
equity impact assessment into the planning process for master and strategic plans. Every
effort will be made to solicit input and experiences of residents, business, and interested
community members to best inform needs.

→ CMO will assist all departments in incorporating an equity impact assessment into their
master and strategic planning documents beginning in Q1 2022.

18. Anticipate facility needs related to issues from climate change, future
pandemics, and other large-scale events, with an emphasis on meeting the
needs of disproportionately vulnerable communities.
18.1 Cooling and warming centers are strategies used to support vulnerable residents during
periods of intense heat or cold. Such centers are often air-conditioned or heated public
spaces that are made available to community members. The City can better support the
rapid deployment of cooling and heating centers by having approved plans and procedures
that include staffing, general outreach, and community partners. As such, the City will
standardize a community response plan for cooling and warming center activation in the
event of future heatwaves or frigid weather.

→ Office of Emergency Management and CMO will implement a plan in coordination with
community partners that will be ready to implement by Q2 2022.

18.2 Maintaining and enhancing the City’s infrastructure is a critical public service that can have a
large impact on the quality of life for the community. Keeping the public informed of impacts
related to the City’s infrastructure helps support the safety of the community and the trust the
community has in City government. Such public information efforts that are timely, easily
understood, and inclusive helps ensure that all community members feel safe and welcome.
As such, City staff will enhance capital project notices, water quality reporting, spill response
post cards, and similar infrastructure reporting mechanisms to include translated and
culturally sensitive materials.

→ Public Works and CMO will audit and update current materials for implementation by Q3
2022.

18.3 Maintaining virtual connection has proven critically important for students, employees,
business owners/operators, and residents across the city. The City will explore continued
and expanded opportunities to make available the infrastructure required for internet access
to help eliminate the negative impacts caused by poverty, COVID-19, or other factors
impacting internet access.

24

Attachment C: Draft Diversity, Equity, Inclusion, and Belonging Five Year Roadmap
October 19, 2021

→ IT and Finance & Administration will research and provide options to the City Manager
by Q3 2022.
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