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Participant
Experience

What the community and employees thought
about our trainings.

Our learning spaces offer an opportunity for participants to feel courageous,
curious, and safe to ask questions about topics they aren’t familiar or comfortable
with. Examples of this are questions about the difference between Native
American and American Indian, or what is meant by transgender man, transgender
woman or non-binary. We encourage participants to lean into their potential
discomfort because it is an indication that they are learning something new

to them. The Office of Equity & Inclusion does not mandate trainings for city
employees, and asks that department directors and supervisors not mandate
participation. However, some employees come to trainings because they have
been told to do so, and the results vary based on this factor.

Suggestions for Improvement from Participants
« More breakout rooms (small groups)

« Extend length of training

« Incorporate case studies and experiences from the city
- Downloadable Exercises/Worksheets

. Gauge readiness of city employees to attend trainings

- Do not make trainings mandatory not everyone is ready

PARTICIPANT
SATISFACTION

90%

Felt that the presentation
and activities were fitting for
the training

88%

Felt they could apply
content from the Culture
Change Initiative (CCI)
to their personal/
professional lives

87%

Would recommend CCI
Learning Opportunity to
their colleagues

86%

Felt training facilitators’
knowledge of the content
was above average to
excellent.

82%

Felt they’ve learned
something new from the CCI
Learning Opportunities

77%

Felt the quality of training was
above average to excellent

UNSPLASH / FRIENDS HIKING THROUGH THE HILLS

14



ALBUQUERQUE = 2021

Post-Workshop
Survey Results

How Department Based (mandatory) vs.
Voluntary Participation affected attitudes.

Overall, a majority of participants indicated a positive experience with the training.
Those who participated voluntarily indicated a higher satisfaction than those who

participated as part of a mandatory training.

Did you learn anything new?

Percentage of participants felt that they learned
something new from the Culture Change
Initiative (CCI?).

MANDATORY
PARTICIPANTS

*Note: Survey results from January 2021-December 2021

VOLUNTARY

PARTICIPANTS

Was the content applicable
personally or professionally?
Percentage of participants felt training

was applicable in their lives personally &
professionally.

Would you recommend the training
to colleagues?

Percentage of participants would recommend
CCl to their colleagues.

Was the mix of presentations and
activities fitting?
Percentage of participants felt that the

presentation and activities were fitting for
the training.

How would you rate the instructor’s
knowledge of the material?
Percentage of participants felt that training

facilitators knowledge of the content was above
average to excellent.

How would you rate the quality of
the training?

Percentage of participants felt that the quality
of training was above average/excellent.
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- Each of the City’s 24
departments has a different
¢ culture, set of values, and
readiness to embark on the
City’s equity journey.

« The work schedule, priorities,
and/or lack of supervisor
support are barriers for some
employees to engage in the
learning opportunities we offer.

« Thereis a better
understanding and openness
to conversations about
anti-racism and social
justice topics.

. Some departments and
employees are embracing
learnings from culture
change and applying them
organizationally, personally,
and professionally.

Others look to OEl to do the
equity work. OEI’s mission is
to inspire and equip and does
not have the capacity to do

o
Reflections

« The work of Culture Change

What happens when city employees engage in is deeply relational and

lea rning opportunities. anchored in building trust
which has expanded with

Three years into the Culture Change Initiative we are still learning about how this work the role of community partner

changes, evolves and the challenges show up. Below are the reflections from this year RACED Consulting LLC and

from the Culture Change Team. having an intern.

General Reflections & Recommendations + Other institutions in

BY GIOVIANNA BURRELL (CULTURE CHANGE LEADER) AUGUST 2019-APRIL 2022 Albuquerque, statewide, and

This year the Culture Change Initiative continued to reach many people who either nationwide who are starting

work for the City or are community members. With it being a year since the urgency and racial equity training

demand of anti-racism/DEI workshops there is still a demand for this learning. programs are learning from
our work and seeking

Also there is a challenge in engaging in this work due to the national backlash of anti- guidance from the city’s

racism/social justice education and as people begin to go back to their work and social Culture Change Leader

lives in person. and Initiative.

« Collaborating with the
team in OEl was vital as
each cultural office has its

« Culture change within the City is complex due to the deep-rooted white- own lived experience and
dominant organizational culture that is prevalent within all government institutions. community outreach that

« Culture Change trainings continue to offer a space for employees to dive deep
into understanding institutional/structural/systemic racism within government.

they already do and can

« BIPOC employees have a space to feel seen and heard in the Culture Change e
share with city employees

trainings with the facilitators.

UNSPLASH / ERGE MAHINDRA
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UNSPLASH / KELLY SIKKEMA, UNSPLASH / ALEX JACKMAN

their first-hand experience. Office of Native American
Affairs, Office of Black Community Engagement,
Office of Immigrant & Refugee Affairs, and the Race
& Equity Data Analyst contributed key training
workshops that enhanced the Culture Change
Initiative Curriculum.

« The Culture Change Initiative is widely unknown and
is not well understood internally and externally.
Launching a storytelling campaign about the journey
so far to city employees and the ABQ community
would be helpful in moving the work forward.

As an intern for OEI’s Culture Change Initiative, | have been
able to assist RACED Consulting LLC and Giovianna in creating
curriculum, participating in training and helping to facilitate
various training for city employees and community members.

Personally, as a black woman in these trainings, | have a
personal stake in how these pieces of training are received

by the attendees since they engage with the public and serve
the very communities for whom we advocate. In these spaces,
various things happen. Sometimes conversation flows well
and folx are eager to learn and implement the material in their
personal and professional lives. On the other hand, there are

times when the content of our trainings is criticized and the idea

that racism, bias, and intolerance exist are dismissed entirely.

Furthermore, | have observed different things that determine
the success of these trainings:

« Those who attend our trainings voluntarily tend to
be genuinely interested in our content, engage in
asking and answering questions, and are willing to
further their learning. Those who are mandated to
show up for our trainings seem to be stand-offish
and simply check off their attendance and leave
with no change in their mindset.

« Those who have an open mind to learn retain material
much more effectively.

The said process of deconstructing white supremacy
behaviors is both external and internal. Visibly absent from
the 2021 RACED sessions were department directors and
city leadership.

How can city department directors and city leadership
actively engage in, support, and encourage employees to
attend Culture Change Initiative trainings, reading circles;
conduct a departmental analysis of equity practices, attend a
national training offered by the People’s Institute for Survival
and Beyond (PISAB) or Racial Equity Institute (REI) in order to
leverage their positional power?

Investment into the Culture Change Initiative must manifest
through all levels of Albuquerque city government and be
more expansive than just monetary; it must consider the
intangible costs and benefits of building true relationships
throughout the city and the wider community to foster a deep
and sustainable Culture Change.

17



CULTURE CHANGE REPORT

The following are recommendations from the FY2021 partnership:

- Embark on cross-department education for the purpose of
Culture Change Initiative. Cultivate a practice of fostering
the “whole to the parts to the whole”.

- Create a policy/statement that reflects and supports an
authentic learning space.

- Create specific training requirements for Directors and
Deputy Directors to ensure a comprehensive understanding
of how employees may apply content and practice skills
acquired within Culture Change sessions.

« Provide a recommendation for departments to do their own
internal capacity building.

- Create a Q & A style quarterly session (survey, lunch with
a community “expert”) to foster curiosity in learning about
race, racism, white supremacy culture, oppression,
and privilege.

« Increase opportunities for guided practice with the toolkit
and resources (Community Engagement practice guide) for
not just one person in the department, but a collective large
enough to transform power dynamics.
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Develop an application process for the liaison role (articulate
a minimum knowledge/skill base), add a stipend to the role,
build in accountability partners across the group of liaisons,
and create a mechanism for dismissing/reassigning a liaison
who isn’t aligned with the mission and vision.

Develop online modules for people to go back, explore, or
re-emphasize certain concepts or ideas. Develop peer
learning partners to support skill development.

Provide a monthly opportunity (maybe department based) to
do a collective “check in” where employees can be provided
further resources as needed.

Provide a resource depository for city employees.
Provide grief support.

Provide education at the top about the concept and the
impact of race-neutral policy, and practices.

Provide equitable compensation that acknowledges the
disproportionate impact of colorism.

Provide a variety of methods to support employees of color
navigating predominately white spaces; preferably methods
would be informed by employees with this lived experience.
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