
 

Parks and Nature Department racial equity plan 
 

Internal department-wide priorities 
Through a yearlong staff and community engagement process, Metro’s Parks and Nature 
Department has identified the following areas as the focus of its five-year racial equity plan.  

1. Internal communications, transparency and accountability 
2. Education and inclusive staff culture 
3. Building capacity for community partnerships 
4. Hiring, recruitment and promotions 
5. Equity in contracting 

We look forward to discussing the first three areas with the Committee on Racial Equity and 
incorporating the members’ perspective into our draft plan. 

  



 

Continuing education and inclusive staff culture 
A top priority of the department is to create an inclusive culture where staff of color feel safe, 
empowered and supported. This requires a culture shift where leadership, managers and staff 
intentionally seek, respect and trust the experiences, knowledge and expertise of staff of color in all 
roles and positions.  

In addition, teams across the department are asking for a racial equity education program for 
managers and staff that is designed around clear outcomes. Staff and community have identified 
core competencies that are specific to parks and nature, and individual teams have specific training 
needs. An education program for parks and nature leadership and staff will focus on racial equity 
within the environmental movement, making it relevant to our mission and our role in the region.  

Topics and areas of focus for department education could include: 

• Understanding Oregon’s history of racism and the displacement of people of color 
• Racism and whiteness in the environmental movement 
• The fundamentals of environmental justice 
• Culturally respectful community engagement 
• Cultural competency and humility 
• How to identify and challenge workplace racism (interpersonal, structural and institutional) 
• Applying an equity and empowerment lens to our projects and our work. 

 

Years 1 and 2 implementation: 

 

 Action or project 

1. Support staff participation in the recently created Employee Resources Groups for staff 
of color and LGBTQ+ staff. Support staff in the roles they would like to play in shaping 
the groups’ culture and focus. 

2. Create a safe space, with a facilitator, where staff of color can share their experiences 
and the impact that interpersonal and institutional forms of racism and bias have had 
on their work performance and personal lives. Let this be a process designed by staff 
of color.  

3. Tailor and begin to implement the agency-wide DEI training plan to meet department 
needs; include required training for all staff and managers and make it directly 
relevant to staff job responsibilities.   

4. Establish a shared language, common understanding and clear expectations around 
concepts core to this plan, including how to identify and challenge structural and 
institutional forms of racism. 

5. Improve the staff on-boarding process by adding a training series and resources 
focused on the racial equity plan and racial equity issues in the environmental field. 
Focus a second phase of on-boarding for volunteers. 



 

6. Build meaningful diversity, equity and inclusion goals into the performance evaluation 
process for all staff and managers.  

  



 

Internal communications, transparency and accountability 
From setting clear expectations, to strengthening staff understanding of great work happening, to 
relaying how decisions are made, clear and consistent internal communications is essential to the 
department’s ability to enact structural changes to overcome institutional racism. Those structural 
changes include equitable access to information, a commitment to open dialogue and an openness 
to change. This begins with strengthening our communications and establishing methods to hold 
ourselves accountable in implementing the racial equity action plan.  

Over the next five years, areas of focus for the department could include: 

• Consistent reinforcement of the department’s commitment to racial equity and plan 
implementation, through clear, timely and open communications  

• Creating transparency in the budget and investment prioritization processes  
• Building a shared understanding of where and how staff and community have influence in 

decisions 
• Sharing best and promising practices across department teams (for example, lessons 

learned in culturally respectful community engagement) 
• Moving from “pilot stages” to institutionalized practices in racial equity. 

 

Years 1 and 2 implementation: 

 

 Action or project 

1. Require use of an equity and empowerment lens in scoping projects and planning 
engagement. Provide required training for project managers and 
leadership/management team on a specific racial equity framework and/or tool, 
highlighting its application in projects and processes at various scales.  

2. Working with community, develop a framework to measure and report the 
effectiveness of racial equity plan implementation.  

3. Create an internal communications strategy supportive of racial equity plan 
implementation that offers staff and managers ways they can become more and more 
engaged in this work. 

4. Establish a shared language, common understanding and clear expectations around 
concepts critical to this plan, including how to identify and challenge structural and 
institutional forms of racism.  

5. Identify and pilot specific ways to improve transparency in budgeting decisions, 
internally with staff and externally with the public. Include a system to track and report 
department-wide community investments aimed at reducing racial disparities.  

6. Review the methods and funds available for engaging communities of color. Ensure an 
easier process to make successful requests and more transparent options that are clear 
to staff and community. 

 



 

Building capacity for community partnerships 
While it’s important to create a workplace that empowers and supports staff of color and offers 
white staff ways to connect their daily work to Metro’s racial equity strategy, Metro will only meet 
its racial equity goals and objectives if it builds trust and meaningful partnerships with 
communities of color. Connecting to communities with the goal of simply listening is a crucial piece 
of better understanding the perspectives, hopes, needs and challenges of people of color in greater 
Portland. It is a building block to creating meaningful partnerships.  

Creating internal systems that support development of partnerships with communities of color and 
culturally specific organizations is equally important. The department’s Partners in Nature program 
has served as a model and a resource for the agency. Now it’s time to move from pilot partnerships 
to make engaging in partnerships a department best practice. This is important to recruitment and 
hiring, as well as in program-specific work and in building partnerships in regional planning. 
Partnerships also offer a proven model for creating and delivering relevant and impactful 
initiatives. 

Over the next five years, areas of focus for the department could include: 

• Institutionalizing community partnerships as a department best practice 
• Identifying gaps in the communities parks and nature is working with to build relationships 
• Creating space for staff to foster ongoing relationships with partners 
• Thoughtful coordination of how we engage culturally specific and community-based 

partners, so as not to overburden community leaders and others in transactional and 
episodic processes. 

 

 Action or project 

1. As standard practice, build project timelines to include the time and resources needed to 
engage communities and respond meaningfully to community direction. 

2 Build awareness and a shared understanding of power dynamics in Metro relationships 
with community partners and in community investments (such as grants and 
sponsorships). Seek expertise to help navigate the power dynamics transparently. 
Consider power mapping as a tool.  

3. Develop a consistent, department-wide framework for formal partnerships, including 
shared definitions, conditions for establishing partnerships, and how to coordinate across 
program areas and measure/report impact and effectiveness. (underway) 

4. Identify gaps in parks and nature priority partnerships, focusing on improving our ability 
to work toward identified priorites of communities of color. 

5. Building from the strategic partnerships plan, create a framework for community 
engagement and events, prioritizing communities of color. 

6. Examine staff capacity and dedicate time in staff and manager work plans to attend 
community events with the goal of building relationships, increasing understanding of 
different communities, cultures and ways of doing business.  



 

7. Develop partnership goals and objectives for each of the department program areas. 
Include goals around parks and nature’s work in conservation, ecology, land stewardship, 
education, volunteering and cemeteries.  

8. Co-create community-specific public engagement plans focused on long-term community 
relationship building.   

9. Build upon partnerships with culturally specific leadership programs to deepen awareness 
of the Parks and Nature Department and connect communities of color with career 
opportunities at Metro.  
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