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SUMMARY 

 
A Master of Business Administration (MBA) team from Willamette University’s Atkinson 
Graduate School of Management conducted a racial and ethnic disparity assessment of the 
delivery of services for organizations affiliated with the Mid-Willamette Valley Homeless 
Alliance, a Continuum of Care known as the Alliance. Preliminary research scientifically aimed 
to discern if there were racial and ethnic disparities in the delivery of services, but once racial 
and ethnic disparities were identified, the team transitioned to asking how those disparities 
present themselves and how do they persist. With the how identified, this report delineates the 
organizational mechanisms for responding to the how. 
 
The data, survey, and interviews in this report create a mosaic of barriers on an individual and 
organizational level. These barriers inhibit access to resources and often disproportionately affect 
individuals and organizations from the less powerful groups. For example – if you are 
experiencing homelessness and you are a white male veteran, you likely will have hard time 
navigating the complex bureaucracies associated with attaining care. If you are a white female 
veteran with a disability and experiencing homelessness, your experiences gaining care are likely 
to differ from your counterpart. The obstacles continue to compound as language, culture, 
education, and communication style becomes more relevant the further an individual departs 
from the language/culture/education/communication style of the gate keeper. If you are a 
Hispanic female who speaks minimal English and are experiencing homelessness, then your 
obtainment of care is likely highly different from a white male veteran.  
 
Why is this relevant? These examples illuminate the power of barriers, which is the center piece 
of this report. The data we gathered created a motif of barriers that provide individuals and 
organizations extra obstacles to obtaining resources. In the discussions with BIPOC leaders, the 
team found that the BIPOC leaders’ organizations varied wildly in the access to or the 
knowledge of resources available to them. This report draws a parallel to the barriers that 
individuals face as similar to the barriers that minority-run organizations face. This report uses 
barriers to explain the how in the disparities in the distribution of resources.  
 
So what? The barriers identified in this report provide a motif of disparities, but why do they 
matter? With the onset of national movements that have drawn attention to barriers faced by the 
Black, Indigenous, and People of Color (BIPOC) community, there is overwhelming interest in 
the decision architecture of our past and how it creates an unjust system. There are very few 
things that, as individuals, we have control over, however correcting the decision architecture of 
our past and addressing the barriers that remain, means we alleviate the suffering of others and 
make a more just world. 
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Now what? This report answers this question in three parts – (1) it synthesizes Diversity, Equity, 
and Inclusion (DEI) practices into a five-step methodology, (2) it elaborates on the power of 
leaders and their role in change on culture, vision, and values, and (3) this report provides seven 
recommendations for the Alliance that are intended to be implemented piecemeal and via the 
Alliance’s discretion. 
 

METHODOLOGY 

The MBA team created a seven-phased design approach.  First, the team researched 
contemporary Diversity, Equity, and Inclusion (DEI) practices and theory, and attended events 
relating to implementing DEI initiatives in the face of inertia. Then, the team conducted thirteen 
semi-structured in-depth interviews with key gatekeepers to identify what concerns leaders 
expressed in the unique issues throughout the Marion-Polk region. The team analyzed data from 
the Homeless Management Information System (HMIS) and interviewed data experts to further 
explore the common issues found throughout the United States and the Mid-Willamette Valley 
region-specific issues identified by the experts. The team utilized said data to craft a survey that 
was then disseminated to the Alliance board and Collaborative Committee with the aim of 
understanding institutional practices and identifying shared themes of organizational 
performance, culture, and goals. Following the survey, the MBA team held a forum with the 
Collaborative Committee to explore, in greater depth, the questions borne from the survey, 
gather best practices, and synthesize identified data, and identified change and leadership 
theories and practices to help guide leadership on how to craft the culture and define their vision. 
Finally, the team developed recommendations based on a synthesis and analysis of findings, best 
practices, and benchmarks for Continuums of Care across the United States.  
 

FINDINGS 

Contemporary DEI Practices 

With the onset of national movements across the United States, increasing attention is paid to 
updating the infrastructure of institutions to be more inclusionary. These organizations seek to 
implement equity and increase diversity. Due to a variety of barriers that are subtle and 
pernicious with, usually, no specific individual as the cause, there is measured and unequivocal 
systemic racial, disability, and gender inequalities caked into many resource systems across the 
United States. There are a wide variety of ways in which these systems exclude the 
underpowered groups. This report has categorized these prevalent and systemic obstacles to 
resources as “barriers.”  
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Barriers can either be on an individual (client) level – such as proximity to resources, the 
language of the client as compared to the language of the service provider, the cultural capital of 
the client, and their ability to navigate complex bureaucratic systems, or the time investment to 
accessing resources. Conversely, barriers at the organizational level include the cultural capital 
of the gatekeeper (the person providing resources to the client), the internal policies, human 
capital, resource availability, and the organization’s savvy at navigating complex bureaucracies. 
Barriers have two layers of transparency to them – there are barriers that an organization is 
cognizant of, and those they are not. Below is a figure of a non-exhaustive list of the types of 
barriers identified in our research.  
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There is a national push to update DEI practices, policies, and outcomes for organizations across 
the United States; however, many organizations are at a loss on how exactly to implement this. 
Many DEI initiatives begin with shaping a culture to recognize that today’s reality is couched in 
the historical underpinnings of our past. Many DEI initiatives begin their trainings with 
conversations and informational sessions expressing, for example, the glass ceiling and income 
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wage gap between women and men, the Ku Klux Klan’s influence within Oregon in the last 
hundred years, longitudinal effects of banks refusing to provide loans to diverse neighborhoods, 
the impact of generational poverty, or the power of stigma of previously incarcerated individuals. 
These sessions set the onus for change and are seen as instrumental in establishing a culture that 
identifies complex and uncomfortable pernicious barriers that lurk within an organization. Often 
a shift in organizational culture by establishing Diversity, Equity, and Inclusion values and goals 
can passively dissolve many barriers. However, further interventions require conscious and 
dedicated effort.  
 
If the organization is primed for change, people understand, or at least wish to understand, and 
fix pernicious barriers. The next step in the DEI literature is to identify the barriers within an 
organization. There are the barriers that are known and the barriers that are unknown. Of these 
barriers, there are the barriers that an organization can address, and those that the organization 
cannot address due to resource constraints. Below is a flow chart that shows this process. This 
step in the DEI process is used for unearthing barriers that are unknown to allow for an inventory 
process of barriers that exist. This is where a DEI auditor, researcher, or team comes into an 
organization and identifies the unique disconnect between the DEI values and goals of an 
organization, and the measurable outcomes.  

 
 
Once the inventory is created for known barriers, the next step is to rank each barrier by an 
organization’s ability to address it. A barrier that an organization cannot control should be 
identified; federal, state, or local regulations that give priorities to certain groups of people or an 
overall constraint on resources typically cannot be immediately addressed. Barriers that may 
require resources to dissolve should be identified. Language barriers are ones that every 
organization we researched within the Marion-Polk region has taken steps to address. After 
speaking with leaders from non-white groups we found that cultural barriers are more common 
than it seems, and typically the solution is through information sharing and trainings. The last 
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and most important rank of barrier should be the “easy wins” category: barriers that require 
minimal resources and effort to change. Examples here are dependent on the organization but 
can be information barriers that prevent organizations serving people experiencing homelessness 
from sharing best practices, needs, and the projects they are working on with other similar 
organizations. This can be solved via empowering, encouraging, and supporting “connectors” or 
people who are talented in networking and care deeply about connecting diverse people together. 
Another solution is acknowledging that email is often not the optimal way to communicate for 
some groups – especially if they have been historically marginalized, and expanding information 
sharing channels via social media, direct messages, and texts can help bridge a communication 
divide.  
 
Synthesizing our findings, DEI initiatives come in five phases: (1) establish an impetus for 
change while continuously developing a culture of knowledge sharing, humility, and 
psychological safety (making it safe to feel uncomfortable with conversations that are tough); (2) 
Identify and measure the barriers that exist and that are unique to your organization; (3) Identify 
your organization’s capacity for addressing these barriers; (4) Gather input from stakeholders 
and draft a plan of action; and (5) Pilot, measure, and if necessary, return to phase 1.  
 

In-Depth Interviews 

 
The team spoke with a wide array of leaders. For privacy, this document will contain excerpts 
and key findings.  
 

● Information silos and lack of coordination among providers is a historical problem.  
 

“This is one reason we exist to try to make sure that we are creating a system because we have 
had a bunch of silos and not a system for a long, long time here. So just for the last year and a 
half we have been doing this: work(ing) to try to break down the silos and turn it into a system 
that can address the various problems we are talking about. We do not have the solutions in 
place yet. We are working on them; we are talking about when we are trying to develop them.” 
 

● There is difficulty collecting and standardizing data on people experiencing 
homelessness.  

 
The data experts and multiple leaders the team interviewed found a recurring theme of the 
importance of data standardization. HMIS is not an intuitive system. It is difficult and requires 
training. It can be difficult to see the forest from the trees, but data standardization is key for 
decision makers and grant writers. 
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● Resources are spread thin and there is a shared frustration to strings-attached funding.  
 
A leader was concerned about a disparity between which groups of people were provided 
targeted resources, such as veterans and families. Whereas a main waitlist for assistance has 
around six thousand people on it, a specific waiting list for veterans had only seventy-four 
people. This leader expressed that her organization had its hands tied when directing resources to 
the people most in need. 
 

● There are a variety of barriers for ethnically and racially diverse client and service 
provider groups to access resources.  
 

One leader we interviewed shared two anecdotes – the first is when she hired a Latinx woman 
manager who immediately experienced direct discrimination in her role from coworkers and 
clients. This woman was instrumental in finding that the organization had paid to have its 
website translated into Spanish which was completely incomprehensible. She promptly correctly 
translated the website. The organization had never hired a manager from a minority population to 
fill this role before, and it immediately made a difference with providing accessibility. A second 
anecdote is that this leader noted a lack of representation in gatekeepers/decision makers in the 
Continuum of Care and affiliated organizations.  
 

● Communication is seen as a major barrier interrupting both a racially/ethnically diverse 
client’s access to resources and a minority-run service provider’s access to resources.  

 
“Maybe 50% of people who need resources cannot get them because of communication 
barriers.” This includes both language and the “lingo” needed to be understood and be spoken to 
navigate complicated bureaucracies, advocate for oneself, and fill out a mass amount of 
paperwork. 

 
● Navigating complex bureaucracies is difficult for people experiencing homelessness and 

for the nonprofits that serve them. It is often more difficult for ethnically and racially 
diverse groups and minority-run nonprofits to navigate these bureaucratic barriers. 

 
A gatekeeper interviewed noted that the only African American organization serving people 
experiencing homelessness in the Marion-Polk region is Seed of Faith, and they have been 
turned away (inadvertently) from the table multiple times in the past. 

 
Another gatekeeper noted that the U.S. Department of Housing & Urban Development or HUD’s 
definition of homeless is narrow to the point of excluding many people whose experience with 
houselessness is impacted by their culture and not accounted for by HUD’s definition. Therefore, 
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many people who are functionally homeless are not being supported by HUD or any institutions 
that work with HUD data and funding. 
 

● There is ubiquitous interest at every level in implementing Diversity, Equity, and 
Inclusion strategies throughout the government and nonprofit organizations in the 
Marion-Polk region. 
 

A leader we spoke with who is actively involved in his community had some suggestions for 
implementing the strategies. The leader said that organizations need to “make up time that has 
been lost over the years” by “understanding histories.” He said it is important to expand the 
diversity of leadership and launch cultural sensitivity trainings in order to build trust.  
 

Data Analysis 

GAP Analysis  

A Mid-Willamette Valley Homelessness Alliance GAP Analysis for the Marion and Polk region 
updated in July 2020 found the following data:  

 In the Marion and Polk region, recent Coordinated Entry data (6/1/20) showed: 

 1,188 total homeless people, with 579 chronically homeless (49% vs. 17% nationally and 
37% 

 in Oregon) 

 815 single individuals (487 single individuals chronically homeless; 60% vs. 37% 
nationally) 

 373 individuals in 120 families (35 families chronically homeless; 29% vs. 6% 
nationally) 

 (Marion and Polk County) has a larger percentage of members that identified as Hispanic 
or Latinx than Oregon. About 26% identified as Hispanic/Latinx in Marion County, 
compared to 13% in Polk County, and 12% in Oregon. 

 

City of Salem Human Rights Commission  

In January 2020, the City of Salem Human Rights Commission in partnership with Western 
Oregon University completed a survey and found the following: 
  
218 residents responded to the self-administered online survey posted on the City of Salem 
website; additionally, 36 hard copies of the questionnaire were collected from unsheltered 
residents. 
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The survey indicated a majority of Salem residents responding have personally experienced and 
witnessed discrimination in the city. Of the 254 surveyed, 72% (183) reported they have 
personally experienced discrimination, and 85% of those incidents occurred in the city of Salem. 
In addition, 85% (215) said they have witnessed or heard of discrimination happening to 
someone else; 90% of those incidents occurred in Salem. 
 
Among those who personally experienced discrimination, gender, age, and weight were listed as 
the primary reasons for discrimination. Those who witnessed discrimination selected race and 
housing status as the top reasons for the discrimination they witnessed. 
 

The 2019 PIT Count Results:  

Racial Composition of Central Oregon Metrics 
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Native American/Alaskan youths comprise 4 out of every 10 reported Unsheltered Homelessness 
in Central Oregon area.   
 
Ethnic Composition of Central Oregon Metrics 

 
There is a disproportionate overrepresentation of Hispanic people experiencing homelessness in 
Central Oregon.  
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Map of Ethnicities and Races/” Most Valued Homes 

 

 
Socio-economic data from https://bestneighborhood.org/best-neighborhoods-salem-or/  suggests 
that the Hispanic Oregonians living within Salem are likely to live in predominantly average-to-
low home valued areas.  
 
This data is consistent with the HMIS data experts the team interviewed who explained that there 
are definitive racial and ethnic disparities in the distribution of resources to people experiencing 
homelessness. Why? This report postulates that the disparities are likely due to a combination of 
increased resource strain due to these high numbers of BIPOC individuals who are experiencing 
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homelessness and/or poverty, and structural, cultural, and resource barriers that provide extra 
obstacles that these individuals face to gain equal access to resources.  
 

Survey Insights 

There were 81 respondents to the Marion-Polk Continuum of Care Survey representing a wide 
array of services and organizations. 
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Every region in Marion and Polk county is represented.

 
 
The majority demographics of the respondents were between 35 and 44 years old, female, white, 
and in positions of leadership. Nearly 30% of respondents had lived experience (experiencing 
homelessness) and had experienced some form of inequality or discrimination based on race, 
ethnicity, or language.  
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Racial and ethnic inclusion is important for over 80% of the organizations surveyed.  

 
 
The overall theme from the survey is positive. The overwhelming majority 68% of respondents 
strongly agreed or agreed with that their organization could be doing more to increase racial and 
ethnic equity in its distribution of resources (Question 22). 
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We found that DEI statements and goals were largely absent from the organizations’ strategic 
plans. 46% of respondents answered that their organizations had not been audited by outside 
consultants for DEI, suggesting that there may be opportunity for a growth to be captured. 
Twenty-two respondents stated that their organizations had no measurable goals surrounding 
equity, and twenty respondents were not sure, which indicates that DEI is not an overt value at 
the forefront of the organization’s mission. 
 

 
 
We found that one barrier to accessing resources is language. This finding is supported by our 
interviews and responses within the survey. According to many people we interviewed, there is 
no better alternative for the presence of a native speaker. Luckily, respondents seemed to 
acknowledge this, 40 out of 70 people said that their organization should increase bilingual staff 
(Question 17). This shows a need for more bilingual staff working within these services. This 
need is something that many are aware of, illustrated below. 
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The survey revealed that there is consensus that (1) DEI is important to organizations throughout 
the Alliance, (2) there is a general feeling that services could become more equitable to races, 
ethnicities, and genders (we did not ask about ability/disability), (3) DEI audits and reviews to 
identify opportunities for growth are relatively uncommon, and (4) there is uncertainty on 
exactly how to exactly to change.  
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Collaborative Committee Forum 

 
The following are key notes and quotes from the Collaborative Committee forum held on March 
17, 2020. The key themes that correspond with our interviews, data, and DEI analysis were that 
there is an impetus for change. However, there are some leaders and powerful folks who are 
resistant to change. This is understandable in that with every civil rights movement, there are 
always folks who resist the shifts in culture. A common perception is that those who are pushing 
for change are “counter-culturalists”. They are known as “norm breakers” or “deviants.” As the 
civil rights movement begins to gain momentum, there tends to be many holdouts that require a 
new norm to establish before they are willing to fully embrace the changes set before them. 
  
This quote from the Collaborative Committee forum further elaborates the importance of 
aligning leadership behind a DEI centered culture: 
 
“There are folks in our community who don’t believe systemic racism exists (and other such 
disparities). Some of them are powerful people in our community with influence on many 
organizations. If they hold the strings in an organization (on a board or executive level), a lot of 
internal work needs to happen before training and intentional change work can happen.” 
 
When adopting new hiring and promotion practices, it is imperative to understand the literature 
and conversations around tokenism. Tokenism is defined as the practice of making only a 
perfunctory or symbolic effort to be inclusive to members of minority groups, especially by 
recruiting people from underrepresented groups to order to give the appearance of racial or 
gender equality within a workplace or educational context. 
 
“We cannot check boxes.  We've worked very hard to create opportunities for staff to debrief and 
discuss what we're learning at trainings, we have monthly lunch and learnings dedicated to this, 
we've created smaller teams within the organization that have dedicated time to talk through the 
learning and begin to work on implementing what we are learning into the work we do.” 
 
There is commonly a high level of resistance to the idea of white culture. It is often not fully 
understood as it is typically a dominant culture, it is often seen as not a culture by many white 
Americans folks unfamiliar with the concept. This is understandable; however, black Americans 
have a unique culture, Latinx Americans have a unique culture, Asian Americans have a unique 
culture, and Indigenous Americans have a unique culture – all varied by region, history, and 
dialect. The question folks who disagree with the idea that there is white culture should be 
curious about is – if every other group on the planet has a unique culture, why is there not a 
white culture?  
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That said – the following is our last highlighted excerpt for the Collaborative Committee forum 
concerning white culture.  
 
“Oregon is a very white state, so building a relationship with the right people on a board for 
their people group; and dismantling the idea of white culture is- because white culture itself 
makes it not a welcoming space. There needs to be internal work done to dismantle power 
structures inside before making it welcome outside.” 
 
A culture of understanding our own identities and thus our unique role in inadvertently reifying 
barriers is important for addressing the change that most people want to see happen.  
 

Leadership and Change 

 
These eight months of research have culminated in a holistic perspective of the Diversity, Equity, 
and Inclusion culture, services, and disparities within the organizations servicing people 
experiencing homelessness in the Marion-Polk region. This perspective identifies the immense 
strides that the Alliance and its board have undertaken to address the pernicious barriers 
prevalent within the architecture of services. There are still plenty of opportunities for growth, 
and a growing consensus that change needs to happen. This will then leave organizational 
leaders asking the “now what?” question. The answer to “now what” is found in three sources: 
(1) the DEI literature on how to implement change and dissolve barriers, (2) Change through 
Kotter’s 8 Step Model, and (3) the power of leadership in setting the vision, defining 
organizational values, and influencing culture.  
 

Implement Diversity, Equity, and Inclusion  

Now what? Implementing DEI through the five phases of DEI initiatives: (1) establish an 
impetus for change, continuously develop a culture of knowledge sharing, humility, and 
psychological safety (making it safe to feel uncomfortable with conversations that are tough). (2) 
Identify and measure the barriers that exist and that are unique to your organization. (3) Identify 
your organization’s capacity for addressing these barriers. (4) Gather input from stakeholders 
and draft a plan of action. (5) Pilot, measure, and if necessary, return to stage 1.  
 

Kotter’s 8 Step Model for Change  

Creating a climate for change - 
Step 1: Create urgency 
Step 2: Form a powerful change coalition 
Step 3: Create a vision for change 
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Engaging and enabling the organization - 
Step 4: Communicate the vision 
Step 5: Empower action 
Step 6: Create quick wins 
Implementing and sustaining for change - 
Step 7: Build on the change 
Step 8: Make it stick 
 
As revealed in the survey and Collaborative Committee forum, the urgency is there. The next 
step is for leaders to identify and elect a change coalition filled with change agents, leaders, and 
folks who are resistant to change (there, input will be vital for navigating change). Leaders must 
work with the change coalition to create a vision for change – and give that vision time to set in.  
 
Many change initiatives fail because they have a lack of buy-in and/or they spend very little time 
communicating their vision. Studies show that many leaders spend very little of their time 
communicating a change vision, and most of their time trying to push through their vision. 
Communication and repetition are key. 

Leadership 

Leaders are the vanguards of change. A leader’s gift to an organization is setting the vision and 
crafting the culture. To accomplish this goal, a leader can establish psychological safety by 
discussing their deficits in knowledge and learning experiences. This will signal to their 
followers that it is all right not to know all the answers related to Diversity, Equity, and 
Inclusion, and that it is time to learn. A leader should create a Specific, Measurable, Attainable, 
Relevant, and Time-Based vision for the future of their organization regarding Diversity, Equity, 
and Inclusion. And finally, leader should identify the DEI values their organizations have, or 
wish to obtain, and should ingrain these values into their policies, strategic documents, and 
hiring practices. It is in these three ways that a leader can address many of the barriers and 
inequalities found in this research.  
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Every organization in the Alliance is different and requires the experts, the leaders, and the 
change agents to identify the areas in which they can grow, the barriers that exist, and the unique 
ways in which they can address the decision architecture of our ancestors that has created an 
unequitable system.  
 
An excerpt from the Collaborative Committee forum: 
 
“The What: Ensuring we are keeping equity, inclusion, and anti-racism efforts at the center of 
our leadership, decision making, discussions, district culture, and services. 
 
The Why: We want to foster a culture which provides a welcoming, nurturing, healing 
environment for all (staff, community and the kids, youth, and families we are serving), results in 
better outcomes leading to stronger healthier communities and workforce.” 
 

RECOMMENDATIONS 

This report has seven evidence-based recommendations. The Alliance is comprised of many 
organizations that have varying capacities for change and resources available to them, 
some recommendations will be more useful than others. These recommendations are 
intended to address barriers identified in this report. 
 
1). Create a clearinghouse for information and professional services that contains language 
translator/interpreter services, trainers, DEI auditors, centralized talent acquisition systems, and 
grant writers. 
Barriers addressed: Information Availability, Communication, Bureaucracy, Money Costs, 
Human Capital, Cultural Capital of Gatekeepers 

A. Language translator/interpreter services vary in quality. Many organizations that are 
currently serving homogeneous populations, may be serving heterogeneous populations 
in the next 20 years. We recommend the following: 

a. A clearinghouse of translators/interpreters would help the Alliance access 
affordable and higher quality service providers. 

b. Prioritize hiring linguistically diverse staff. Compensation for language 
proficiency will save an organization on interpretation costs. 

B. We recommend cultural and DEI trainers as they are necessary for the continual 
development of staff. Trainers can be expensive, but culturally relevant training is a top 
recommendation from those we interviewed. 

C. We recommend DEI auditors who would provide necessary feedback in training, policy, 
and growth that remains to be captured.  
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D. We recommend a centralized talent acquisition system would expand the reach and 
applicant pool of small and medium sized organizations looking for diverse and qualified 
talent across Oregon. 

E. Grant writers are expensive, and their expertise is coveted. Certain grants can be 
incredibly complicated with a high-risk element of competitiveness. 

a. Many organizations across the country use volunteers or universities for grant 
writing assistance. These resources can vary in quality. 

b. Some Continuums of Care use sponsorship programs to create a fund to pay for 
grant writers. 

c. We recommend a system is established to pool resources to gather qualified grant 
writers. This will help minority-run organizations that may lack the expertise in 
this domain gain access to resources they historically have not had access to. 

 
2). Organize coaching opportunities, such as reverse-mentoring programs connecting BIPOC 
frontline workers with leadership.  
Barriers addressed: Cultural Capital of Gatekeepers, Human Capital, Organizational Culture, 
Information Availability 

A. We recommend the Alliance establish a professional mentor program that will increase 
communication by establishing mentor-mentee relationships across the Alliance. 

B. We recommend professional or DEI coaches be tapped to bolster the professional 
development of leaders and managers, assisting them in developing culture and in 
defining the vision. 

 
3). Use the Homeless Management Information System to standardize data. 
Barriers addressed: Information Availability, Money Costs 

A. The acquisition of federal and state funds and grants is extremely complex and requires 
highly sophisticated staff to navigate such structures. These staff require reliable, clean, 
and uniform data.  

B. We recommend all partner organizations use HMIS. We understand that it requires 
specialized training and is not perfect, but it would centralize the data necessary for the 
acquisition of federal and state funds and grants.  

 
4). Ingrain Diversity, Equity, and Inclusion (DEI) in all layers of an organization’s statements, 
policies, and culture. 
Barriers addressed: Rules, Policies, Organizational Culture, Communication, Language, Cultural 
Capital of Gatekeepers, Bureaucracy, Human Capital 

A. The role of leadership cannot be understated in implementing DEI policies. If leadership 
dismisses or promotes DEI, then so will the rest of the organization.  

B. DEI has historically not been a part of work culture. It will take time, exposure, and 
dedication to remove bias from the workforce.  
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C. Counter cultures and pushback to change are natural parts of the change process. 
Understanding that it takes time to remove bias from our mindset and align ourselves 
with changing times promotes net gains for all organizations involved.  

D. We recommend that leaders and managers engage in identifying and measuring their 
current goals and culture in the implementation of Diversity Equity, and Inclusion, and 
set quarterly goals for improvement. 
 

5). Conduct annual performance reviews/audits. If you cannot measure it, you cannot change 
it. 
Barriers Addressed: Rules, Policies, Bureaucracy, Information Availability, Organizational 
Culture, Communication, Language, Time Costs, Opportunity Costs, Money Costs, Human 
Capital 

A. We recommend organizations develop performance measures and create a clear path to 
attaining those goals. 

B. Set specific, measurable, attainable, relevant, and time-based (SMART) goals to improve 
the organization.   

C. We recommend organizations annually audit themselves for performance or bring in DEI 
experts to help identify and measure growth opportunities. 

 
6). Prioritize the promoting and hiring of culturally and linguistically diverse staff. 

Barriers Addressed: Cultural Capital of Gatekeepers, Language, Communication, Human 
Capital, Information Availability, Organizational Culture 
A. When working with clients whose first language is not English, there is no substitute for a 

fluent speaker.  
B. We recommend the prioritization of the hiring of racially and ethnically diverse staff that 

can provide invaluable assistance to people with shared experiences. This evidence- 
based method is similarly the single most consistent way to address barriers in a system.  

C. We recommend support networks and mentorships for people from marginalized 
backgrounds as these staff are often overworked or expected to carry a heavier load. 

D. We recommend the hiring of culturally diverse housing navigators to help clients 
navigate the resource distribution system. 

 
7). Designate a seat at the table for diverse voices. 

Barriers Addressed: All. 
A. Leader and managerial roles are reportedly by and large primarily homogeneous white. 

We recommend the implementation of leadership diversity schemes that would promote 
people from diverse backgrounds who understand the structural, cultural, and resource 
barriers into positions of power. 

B. Ensuring diverse voices are represented requires consistent outreach to minority-run 
organizations.  
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C. We recommend the Alliance establish a communication strategy for outreach to leaders 
from minority-run organizations, such as monthly check-ins, preferably in a direct form 
such as a phone call or a non-traditional method such as Facebook Messenger.  
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APPENDIX 

Marion-Polk Region Continuum of Care Survey 
 Exhibit _   

1. Do you currently work or volunteer for an organization that administers or delivers services 
to people experiencing homelessness? 

# Answer % 
Coun

t 
1 Yes 89% 81 
2 No 11% 10 
  Total 100% 91 
    

2. What type of organization do you work for? (Select all that apply) 

# Answer % 
Coun

t 
1 Government 14% 18 
2 Non-profit 40% 53 
3 Private Business 2% 3 
4 Social Service 14% 18 
5 Housing 11% 15 
6 Healthcare 4% 5 
7 Education 2% 2 
8 Faith-based organization 11% 15 
9 Neighborhood Association 0% 0 
1
0 

Other 3% 4 

  Total 100% 133 
    

What is the geographic area that your organization or program serves? (Select all that apply) 

# Answer % 
Coun

t 
  Marion County 18% 54 
  Polk County 16% 47 
  State of Oregon 2% 7 
  North Salem 6% 19 
  East Salem 6% 18 
  South Salem 6% 17 
  West Salem  6% 17 
  Aumsville 1% 4 
  Dallas 2% 7 
  Falls City 2% 6 
  French Prairie (Donald, Aurora, St. Paul) 1% 4 
  Gervais 1% 4 
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  Hubbard 2% 5 
  Independence 3% 8 
  Jefferson 1% 4 
  Keizer 5% 14 
  Monmouth 2% 6 
  Angel 2% 6 
  Turner 2% 6 
  Santiam Canyon (Detroit, Gates, Idanha, Mill City) 2% 5 
  Scotts Mills 2% 5 
  Silverton 2% 7 
  Stayton  2% 5 
  Sublimity 2% 5 
  Woodburn 2% 6 
  Other 3% 8 
  Total 100% 294 
    

4. What services are delivered by your entire organization?   

# Answer % 
Coun

t 
  Basic needs  21% 46 
  Case management or navigation services 24% 52 
  Culturally-responsive services 13% 27 
  Domestic violence services  7% 15 
  Education/literacy 8% 18 
1 Family services (child care, parenting support) 8% 17 
2 Health care 10% 21 
  Job training/assistance 9% 19 
  Legal Services 2% 4 

  
Permanent housing (permanent supportive housing, rapid re-housing, 
housing vouchers, placement, rental assistance) 

15% 32 

  Shelter 12% 26 
3 Transitional housing 16% 34 
  Transportation 6% 12 
  Tribal services 0% 1 
  Veteran services 9% 19 
4 Youth services 7% 16 
5 Other 7% 15 
  Total 100% 216 
    

5. In the past two years, how often has your organization offered training on racial and ethnic 
equity? 

# Answer % 
Coun

t 
1 Once 17% 14 
2 Annually 18% 15 
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3 Every six months 12% 10 
  Never 19% 16 
4 Not sure 19% 16 
5 Other 15% 13 
  Total 100% 84 
    

6. In the past two years, which of the following types of cultural sensitivity training has your 
organization offered its employees? (Select all that apply) 

# Answer % 
Coun

t 
1 Formal training session by expert trainer 15% 24 
2 Workshop at place of employment 10% 16 
3 Workshop in off-site or online conference setting 17% 27 

4 
Staff meeting where racial and social equity was a primary agenda 
item 

17% 27 

  Online or other independent study training module 15% 24 
  One-on-one coaching as part of ongoing staff supervision 5% 7 

  
My program or organization has not offered any such training in the 
past two years 

9% 14 

5 Not Sure 3% 4 
6 Other (please specify) 8% 12 
  Total 100% 155 
    
    

7. In the hiring of new personnel, my organization prioritizes racial and ethnic diversity 

# Answer % 
Coun

t 
1 Strongly Disagree 4% 3 
2 Disagree 11% 8 
3 Agree 27% 20 
4 Strongly Agree 39% 29 
5 Not Sure 19% 14 
  Total 100% 74 
    

7. In the hiring of new personnel, my organization prioritizes bilingual staff 

# Answer % 
Coun

t 

1 Strongly Disagree 3% 2 

2 Disagree 9% 7 
3 Agree 38% 28 
4 Strongly Agree 35% 26 
5 Not Sure 14% 10 
  Total 99% 73 
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8. Does your organization have statements of Diversity, Equity, and Inclusion in any of its 
formal documents? 

# Answer % 
Coun

t 
1 Non-discrimination policy 36% 58 
2 Strategic plan 18% 29 
3 Charter 3% 5 
4 Bylaws 8% 13 
5 Personnel policies 26% 42 
6 Not Sure 6% 9 
7 Other 4% 6 
  Total 100% 162 
    

9. Does your organization have statements of Non-Discrimination in any of its formal 
documents? 

# Answer % 
Coun

t 
1 Non-discrimination policy 38% 62 
2 Strategic plan 15% 24 
3 Charter 3% 5 
4 Bylaws 9% 15 
5 Personnel policies 28% 46 
6 Not Sure 5% 8 
7 Other 3% 5 
  Total 100% 165 
    

10. Has your organization or program developed measurable goals around equity and 
inclusion? 

# Answer % 
Coun

t 
1 Yes 40% 28 
2 No 31% 22 
3 Not sure 29% 20 
  Total 100% 70 
    

11. Has your organization or program conducted an equity audit?  

# Answer % 
Coun

t 
1 Yes 20% 14 
2 No 46% 32 
3 Not sure 34% 24 
  Total 100% 70 
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12. To what extent is racial and ethnic inclusion important to your organization or program? 

# Answer % 
Coun

t 
1 Not at all important 1% 1 
2 Slightly important 10% 7 
3 Important 27% 19 
4 Extremely Important 54% 38 
5 Not Sure 7% 5 

  Total 
100.00

% 
70 

    

13. My organization considers issues of racial and ethnic equity when making most decisions. 

# Answer % 
Coun

t 
1 Strongly Disagree 4% 3 
2 Disagree 13% 9 
3 Agree 47% 33 
4 Strongly Agree 23% 16 
5 Not Sure 13% 9 
  Total 100% 70 
    

    

14. In which languages besides English does your organization or program offer services? 
(Select all that apply) 

# Answer % 
Coun

t 
1 Spanish 47% 53 
2 Russian 16% 18 
3 Marshallese 11% 12 
4 None 13% 15 
5 Other 13% 15 
  Total 100% 113 
    

15. My organization has sufficient interpreters (spoken) or interpretation services to meet 
demand. 

# Answer % 
Coun

t 
1 Strongly Disagree 1% 1 
2 Disagree 29% 20 
3 Agree 46% 32 
4 Strongly Agree 17% 12 
5 Not Sure 7% 5 
  Total 100% 70 
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My organization has sufficient translators (written) or translation services to meet demand. 

# Answer % 
Coun

t 
1 Strongly Disagree 3% 2 
2 Disagree 29% 20 
3 Agree 47% 33 
4 Strongly Agree 14% 10 
5 Not Sure 7% 5 
  Total 100% 70 
    

My organization supports people who speak languages other than English 

# Answer % 
Coun

t 
1 Strongly Disagree 1% 1 
2 Disagree 7% 5 
3 Agree 59% 41 
4 Strongly Agree 29% 20 
5 Not Sure 4% 3 
  Total 100% 70 
    

16. My organization could be doing more to support people who speak languages other than 
English. 

# Answer % 
Coun

t 
1 Strongly Disagree 4% 3 
2 Disagree 13% 9 
3 Agree 61% 43 
4 Strongly Agree 17% 12 
5 Not Sure 4% 3 
  Total 100% 70 
    

17. My organization could improve language services by: (Select all that apply) 

# Answer % 
Coun

t 
1 Increasing bilingual staff 26% 40 
2 Translating more documents into languages other than English 22% 34 
3 Offering better online services 24% 36 
4 Offering better telephone assistance 16% 24 

  
My organization has sufficient language resources and does not need 
improvement 

8% 12 

5 Other (please specify) 4% 6 
  Total 100% 152 
    

18. Which feedback mechanisms does your organization or program use to learn about how 
people experiencing homelessness are treated in seeking services? (Select all that apply) 
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# Answer % 
Coun

t 
1 Online feedback form 12% 19 
2 Feedback by phone 17% 27 
3 Written feedback 24% 38 
4 Suggestion box 9% 15 
5 In-person feedback 31% 50 
6 Not Sure 5% 8 
7 Other 2% 4 
  Total 100% 161 
    

19. What does your organization or program do with the feedback it receives? (Select all that 
apply) 

# Answer % 
Coun

t 
1 Responds to the complainant 25% 47 

2 
Communicates feedback to the organization or program's decision-
makers 

26% 49 

3 Analyzes the feedback to find trends 18% 33 
4 Proposes policy or practice improvements based on feedback 21% 40 
5 Nothing 2% 4 
6 Not Sure 5% 10 
7 Other 2% 4 
  Total 100% 187 
    

20. How does your organization ensure that people who are racially or ethnically diverse 
directly influence your organization or program’s policies and practices? (Select all that apply) 
People representing diverse races or ethnicities… 

# Answer % 
Coun

t 
1 serve on advisory committees 21% 31 
2 serve on board of directors 24% 36 
3 serve in positions of leadership 23% 34 

4 
are interviewed or surveyed by staff about proposed policies and 
practices 

16% 23 

5 
My organization does not yet include people representing diverse 
races or ethnicities in decisions about policies and practices. 

5% 7 

6 Not Sure 9% 13 
7 Other 3% 4 
  Total 100% 148 
    

21. People with racial and ethnic diversity directly influence my organization or program’s 
policies or practices 

# Answer % 
Coun

t 
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1 Strongly Disagree 7% 5 
2 Disagree 12% 8 
3 Agree 49% 33 
4 Strongly Agree 18% 12 
5 Not Sure 13% 9 
  Total 100% 67 
    

People with racial and ethnic diversity directly influence my organization or program’s 
resource distribution 

# Answer % 
Coun

t 
1 Strongly Disagree 6% 4 
2 Disagree 16% 10 
3 Agree 44% 28 
4 Strongly Agree 19% 12 
5 Not Sure 14% 9 
  Total 100% 63 
    

22. My organization could be doing more to increase racial and ethnic equity in its distribution 
of resources or services. 

# Answer % 
Coun

t 
1 Strongly Disagree 7% 5 
2 Disagree 16% 11 
3 Agree 52% 35 
4 Strongly Agree 16% 11 
5 Not Sure 7% 5 
  Total 100% 67 
    

2
3 

Open ended question   

    

24. Does your organization designate specific areas or facilities for specific genders? 

# Answer % 
Coun

t 
1 Yes 46% 31 
2 No 45% 30 
5 Not Sure 9% 6 
  Total 100% 67 
    

25. If your organization provides shelter or housing, do partners/spouses/family members of 
opposite genders stay together, or are they separated? 

# Answer % 
Coun

t 
1 Family members stay together 41% 27 
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2 People are separated by genders 9% 6 
3 N/A 42% 28 
4 Other 8% 5 
  Total 100% 66 
    

26. What is your age? 

# Answer % 
Coun

t 
1 18-24 1% 1 
2 25-34 15% 10 
3 35-44 28% 19 
4 45-54 22% 15 
  55-70 21% 14 
  71+ 7% 5 
5 Prefer not to answer 4% 3 
  Total 100% 67 
    

27. How would you describe your gender identity? 

# Answer % 
Coun

t 
1 Female 64% 43 
2 Male 28% 19 
3 Non-Binary 4% 3 
4 Prefer not to answer 3% 2 
5 Other 0% 0 
  Total 100% 67 
    

28. Have you ever experienced homelessness? 

# Answer % 
Coun

t 
1 Yes 25% 17 
2 No 69% 46 
4 Prefer not to answer 6% 4 
  Total 100% 67 
    

29. Have you personally ever experienced inequality or discrimination, based on race, 
ethnicity or language? 

# Answer % 
Coun

t 
1 Yes 28% 19 
2 No 64% 43 
4 Prefer not to answer 7% 5 
  Total 100% 67 
    

30. Which racial and ethnic categories describe you? (Select all that apply) 
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# Answer % 
Coun

t 
1 American Indian or Alaska Native 8% 6 
2 Asian 0% 0 
3 Black and African America 1% 1 
4 Hispanic or Latinx 4% 3 
5 Middle Eastern or North African 0% 0 
  Native Hawaiian or other Pacific Islander 3% 2 
  White or Caucasian 72% 53 
6 Prefer not to answer 11% 8 
7 Other 1% 1 
  Total 100% 74 
    

31. What languages are you fluent in? (select all that apply) 

# Answer % 
Coun

t 
1 English 86% 63 
2 Spanish 7% 5 
3 Russian 0% 0 
  Marshallese 0% 0 
4 Prefer not to answer 3% 2 
5 Other 4% 3 
  Total 100% 73 
    

32. What is your role in your organization or program? Select the one, best role that describes 
you. 

# Answer % 
Coun

t 
1 Organization Administrator 33% 22 
2 Program Supervisor 21% 14 
3 Program Coordinator 13% 9 
4 Line Staff 0% 0 
5 Teacher 0% 0 
  Educator 0% 0 
  Navigator 0% 0 
6 Case manager 10% 7 
  Specialist 3% 2 
  Consultant 4% 3 
  Medical professional 0% 0 
  Clergy 0% 0 
  Volunteer 10% 7 
  Client or consumer of services 0% 0 
  Community member 0% 0 
7 Other 4% 3 
  Total 100% 67 
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Forum Q/A with the Collaborative Committee - The Alliance  

 

Questions Answers 

Core Questions by Slide Compiled through actively note-taking and 
comments pasted from chat. 

What barriers are preventing your 
organization from getting the language 
services you need? 

Contracting out seems to be working. Staff 
that speak English and Spanish use language 
bank (finding a funder is hard to pay for said 
language bank, only so many translators 
available and confidentiality not upheld by 
that translator or not trusted to uphold that 
personal information) 
At Center for Hope & Safety hiring 
bilingual/bicultural staff works well, but there 
are some languages are difficult to find and 
the confidentiality issues also 

What are the barriers preventing your 
organizations from implementing the 
following? 
 

Time and money- such a small organization 
(only have the funding for 2 paid staff) really 
had to pull our resources 
Barrier - recruiting bilingual staff. We post 
multiple positions, but they receive few 
applicants. We have increased outreach with 
the positions, with little return so far. Follow-
up question below. 
 

How did your organization overcome barriers 
to implement these practices? 
question: barriers within the organization for 
people representing diverse races or 
ethnicities to serve on the board of directors? 

Lack of designated seats or a place at the 
table, allowing for a space and reserving a 
space and making sure that people are aware 
of these opportunities and this saved space 
and feeling welcome to participate.  
Oregon is a very white state, so building a 
relationship with the right people on a board 
for their people group; and dismantling the 
idea of white culture is- because white culture 
itself makes it not a welcoming space. There 
needs to be internal work done to dismantle 
power structures inside before making it 
welcoming outside.  
Ensuring there is a seat for POC and women.  
Along those lines,too much structure is also a 
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challenge. Our board is legally obligated to 
have specific designations and needs to 
maintain balance. If you add 1 member, you 
have to add 2 - 3 more 
I think there are a lot of silencing tactics used 
by senior board members and others who 
don't understand or experience how race 
impacts minorities. 
Actually asking and actively seeking for those 
who want those positions and not just 
“checking off a box of diversity position” 
“I think it's common for people to trivialize 
minor concerns, rather than validate.” 

How could your organization’s cultural 
sensitivity training(s) be improved? 

Do the work in the trainings but not 
institutionalize the DEI work that is ongoing. 
It cannot be a one-time thing, has to be an 
ongoing conversation. 
We cannot check boxes. We've worked very 
hard to create opportunities for staff to debrief 
and discuss what we're learning at trainings, 
we have monthly lunch and learns dedicated 
to this, we've created smaller teams within the 
organization that have dedicated time to talk 
through the learning and begin to work on 
implementing what we are learning into the 
work we do. 

What are the barriers to establishing 
measurable goals for equity and inclusion? 

Fear that there will be negative impacts on our 
organization (why it “doesn't look good” 
maintaining our comfort is more important to 
us and our organization than actually making 
a difference) 
There are folks in our community who don’t 
believe systemic racism exists (and other such 
disparities). Some of them are “powerful” 
people in our community with influence on 
many organizations. If they hold the strings in 
an organization (on a board or executive 
level), a lot of internal work needs to happen 
before training and intentional change work 
can happen. 
Issues of equity are a good place to document 
process measures 
“The timing of this topic is so fitting because 
just today my partner's employer is having a 
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meeting about DEI and it's really a joke. They 
think that what they have written in policy 
matters more than their actions.” 
Not having the time to make sure the 
framework you’re looking at is the correct one 
- there’s just not enough hours in the day to 
make sure that we’re taking the right steps.  
And Tricia is correct - not having a shared 
framework means you are starting from 
scratch and that’s just a brutal place to be with 
the added pressure of making missteps on an 
issue that is crucial for moving services and 
the community forward 
sometimes organizations knee jerk react to 
breaking news and push to instill these goals 
but real change requires voices and champions 
within the organization, sometimes this is not 
the structural leadership 
data drives decisions good or bad. if we have 
"bad" numbers own it and examine how we 
make decisions 
A training EXPLAINED how structural 
racism started and persists. It went beyond the 
statement and explained with hard facts and 
credible sources. 

Would equity audits improve your 
organization? 
 
Meyer Memorial Trust has one tool - 
https://mmt.org/sites/default/files/inline-
files/Meyer-DEI-Spectrum-Tool-2017.pdf 
 
Western State Culture  

Not an audit but a self-assessment, and they 
were very helpful 
Yes, we have completed an equity audit.  It's 
proven to be very helpful in pointing out areas 
where we need significant work.   
To work internally to prepare for the 
possibility of welcoming others 
Circling back to barriers for hiring/retaining 
diverse employees -- we have bought into a 
system that promotes longevity over needs 
and skills. 
from my time working in HR, often someone 
who had been employed with an organization 
for a long time and had jumped through all the 
hoops, was more likely to get promoted over 
someone who had more skills/knowledge/etc. 
that may have also offered more in terms of 
diversity. 
Our Equity and Inclusion committee 
conducted an EIC survey for all staff. This not 
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only helped our EI committee but also helped 
the district with the commitments and 
priorities for 2021 number one being 
Centering on equity and growing an inclusive 
and antiracist culture. 
The What: Ensuring we are keeping equity, 
inclusion and anti-racism efforts at the center 
of our leadership, decision making, 
discussions, district culture and services. 
The Why: We want to foster a culture which 
provides a welcoming, nurturing, healing 
environment for all (staff, community and the 
kids, youth and families we are serving), 
results in better outcomes leading to stronger 
healthier communities and workforce. 

Space for follow-Q and As  

Attending the summit and allowing time for 
collaboration in break-out rooms if in Zoom. 

There was too little time set aside for the 
break-out sessions.  It would have been of 
great benefit for the Alliance board members 
to participate in at least 2 of the sessions. 

For those who have had success recruiting 
bilingual staff, what has worked for you? 

Key is communication and listening to what 
their needs are, trying best to accommodate.  
Don’t expect the person who is bilingual to do 
all the work translating- just as a support 
system. Look for software that can aid with 
translation in conversational language  
We have implemented a bilingual pay 
differential for staff that are 
bilingual/bicultural.  We've also worked to 
outreach for open positions by reaching out to 
culturally specific organizations/groups rather 
than just posting through the regular channels. 
Hard to retain because of this over-working of 
doing multiple jobs. 
Posting pay in the job advertisement helps 
greatly. 
MWVCAA does the differential pay as well 
as send our open job postings to CSP to help 
us advertise within communities of color. 

Why haven't any trainings been conducted if 
your organization hasn't done any? 

Funding. Knowing which one is good. 
Unknown of how to follow up to training. 
Fear. 
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Many different kinds of trainings and fear of 
what will be brought to light or highlight and 
how to follow up on this in capacity? 
Large investment:  
barriers are cost, Covid restrictions, up to date 
and sustainability 
Funding and staff time are big barriers, 
especially for smaller organizations. If they 
were offered through the collaborative, that 
would be helpful. 
Bringing in trainers is expensive, and those 
trainers are in high demand.  Collaborating 
with other agencies to share in the expense 
and learning works well. 
Politics unfortunately is a huge consideration 
to move forward DEI or not. 

How does an organization inspire leadership 
to engage? 

We are having individual coaching first with 
senior leadership 
Not having a framework to work off of for 
your industry. It's hard to start from scratch. 
Expensive to hire consultants to help develop 
them. 

How can these recommendations and 
discussion be used in your organization's 
future? 

The city has created a DEI committee- can be 
connection there  
Human rights commission- communicating 
some recommendations to Marion councils. 
 

 Another barrier -- I think your average 
employee is spread so thin and is fearful of 
losing their employment that they simply 
don't speak up. 
Because of concern for their own livelihood 
and survival 

 


