Diversity & Inclusion
STRATEGIC PLAN FY 2020-2021
The City of Frederick

VISION (TEMPORARY)
MaxLife composed the following temporary vision statement to provide focus for developing the D&I
strategic plan:
To be an employer with a premier workforce representative of the gender, racial, and cultural
population of Frederick City’s residents incumbent of an environment where all individuals are treated
with fairness and respect, have equal access to opportunities and resources, and can contribute fully
to The City of Frederick’s success.
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FORWARD
The Challenge
The U.S. population, and thus its workforce, is consistently and rapidly changing. Large numbers of
older workers are retiring while younger workers begin their careers. Innovation is leading to a
high demand for emerging skills. Businesses, organizations and even City governments are
competing for a decreased resource of skilled talent. All must adapt and adjust to the rapidly
changing workforce merely to survive.
Women are 50.6%1 of the total U.S. population. People of color are 41.32 %2 of the U.S.
population. Our U.S. demographics have shifted. Approximately 47%3 of U.S. workers are women;
people of color are approximately 38%4 of the workforce. Women and people of color constitute
approximately 70%5 of new workers entering the workforce. Though both groups have individuals
with top talent, they are starkly underrepresented in the workplace, particularly in leadership
positions. This is true for The City of Frederick’s workforce.
In the City of Frederick, women are 35.17% of the workforce; people of color are 14.90%. In the
City, women are 51.8% of the population; people of color are 45.85%. A primary goal of the Mayor
and Frederick City Aldermen is to have workforce reflective of the racial, cultural and gender
demographics of The City’s residents.

1,2,3,4,5 Dept. of Labor
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FORWARD (CON’T)
The City of Frederick Addresses the Challenge
An organization’s future depends on their ability to attract and retain women and racial ethnic
minorities. A major challenge is the intense competition for this labor market. The City of
Frederick is enacting a diversity and inclusion (D&I) strategic plan to address this challenge.
On September 17, 2018, The City of Frederick contracted with MaxLife, LLC to develop a D&I
strategic plan and to support implementing the recommended action steps associated with the
plan over a three-year period. FY 2019 was year one and consisted mainly of information
gathering to enable MaxLife to begin understanding the needs, dynamics, and practices within The
City of Frederick. Year one culminates with MaxLife developing a strategy framework that provides
a roadmap for moving forward to achieve D&I goals. This strategic plan is the strategy framework.
A D&I scorecard accompanies the strategy framework.
It is vital to emphasis that this plan is a beginning and provides a valuable starting point for building
a foundation from which leaders and employees can further develop. Likewise, the goal of having
a workforce reflective of the racial, cultural and gender demographics of the City’s residents should
be an initial goal. Diversity is broad and wide; inclusion runs very deep. There is much more to do.

www.MaxLifeLLC.com
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Sources of Strategic Plan
MaxLife conducted a series of project phases (Figure 1) to gather information. The plan, strategies
and recommended action steps forthcoming are the result of findings in each phase and are
intended to be implemented during the remaining two years of the project and in some cases
beyond the two years. Karen Paulson, Director of Human Resources, was provided a detailed
report for each phase that included all deliverables, supporting documents, and findings where
appropriate.
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Figure 1: D&I Project Phases
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The Business Case
The demographic shift, accessing underrepresented workers, and competition for workers have moved the
conversation of diversity and inclusion from “because it is the right thing to do” to a strategy for company and
organizational survival and success. Many city governments, like Frederick, realize the necessity of approaching
D&I from a business perspective. The conversation and related work is not about compliance or quotas. For city
governments, D&I is about representing the taxpayers they serve in the best social and fiscal manner possible.
Listed below are many of the fiscal and social benefits to the community and The City of Frederick for implementing
a D&I strategic plan. As an exercise during the D&I Foundational Workshop, managers and supervisors with The
City of Frederick helped to identify many of these benefits (Figure 2).

ü

ü
ü
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ü
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D & I Business Case for The City of Frederick
Fiscal Benefits
Social Benefits
Reduce legal liability risks
ü Produce an environment and culture
that supports employees to produce at
maximum potential
Reduce costs associated with lower
ü Develop a workforce better equipped to
productivity and turnover
engage with and to meet the needs of
an increasingly diverse community
Improve internal and external
ü Move the public’s experiences and
customer satisfaction
perceptions of The City and its
workforce in a positive direction
Gain an edge over competitors;
ü Being represented by a government that
Attract global corporations
values equality, equity, and fairness
Expand capability of services
ü Working for an employer that values
equality, equity, and fairness
Innovate services
ü Better representation of the population
The City serves
(Figure 2: D&I Business Case for The City of Frederick)
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Purpose of the Plan
A primary goal of the Mayor and Board of Aldermen is to have a workforce that reflects the racial,
cultural, and gender demographics of the City’s residents. The D&I strategic plan provides actions
to support this goal. Additionally, the plan supports cultivating an environment in which current
and new employees are empowered to excel at their fullest potential to meet the goals and
objectives of The City of Frederick and individual departments.
Initially, The City of Frederick may use this as a stand-alone plan. However, to maximize D&I
initiatives, D&I must be immersed in the City-wide strategic plan and plans developed by
individual departments. This may be accomplished intermittently.
This plan is fluid. As needs, demographics, innovation, competition, etc. change and grow within
The City of Frederick and the community, the plan may be changed and adjusted to meet relevant
needs.
Sections of the Plan
The plan and action steps are divided into four sections: 1) Change Management, 2) Diversity, 3)
Inclusion 4) Sustainability. Note: Section 2, Diversity, has a sub-category of Pre-Hire and
Recruitment and Section 3, Inclusion, has a sub-category of Post-Hire Employee Experience and
Inclusion.
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A Foundational Introduction

CHANGE
MANAGEMENT

DIVERSITY

INCLUSION
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Change Management
Throughout its 274-year history, The City of Frederick has had no formal structure or accountability for
diversity or inclusion. The adoption and productive implementation of a D&I strategic plan requires
change in mission, behavior, policies, practices, and goals, all likely deeply ingrained.
Change is a constant that is often resisted. While change can bring stress, loss of production, loss of
morale, and reduced engagement, when change is embraced, it can minimize these effects and
promote a stronger workplace that meets the needs of all stakeholders.
A D&I strategic plan for The City of Frederick is new, different and requires vast change. To many
employees, it represents the unknown. Responsible organizations do their best to strategically
manage change and resistance. Successful D&I change management requires leadership,
commitment, and transparency from the top.

www.MaxLifeLLC.com
9

Diversity
Simply put, the meaning of the complex, wide spectrum of diversity is difference. When referring to
individuals, diversity is all of the unique characteristics that make people who they are. When
organizations speak of a diverse workforce, they are referring to the different characteristics of the
people who make up their workforce. Diversity is about the people. Diversity characteristics
include, but are not limited to, race, culture, gender, sex, sexual orientation, veteran status,
communication styles, values, beliefs, and norms.
For the purpose of this two-year strategic plan, we narrow the diversity focus to gender and ethnicity
to support the goal of the Mayor and the Board of Aldermen.
Diversity needs inclusion to produce complete and positive results.
Inclusion
Inclusion is all about the environment and culture of the workplace. Key descriptors of an inclusive
environment include respect, value, and engagement. How respected are people who have
characteristics that are perhaps different from the majority? How valued are all individuals in the
workplace? At what level are all employees invited to engage in the happenings of the workplace?
With true inclusion, individuals and all of their characteristics are valued for the input they provide to
the organization’s mission. If an organization does not intentionally include, it will likely
unintentionally exclude.
How Diversity & Inclusion Work Together
An inclusive workplace allows its workforce to bring their total selves to the work of supporting the
vision, mission, and goals of the organization.
“Diversity is being invited to the party. Inclusion is being asked to dance.” Johnetta Cole
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Sustainability
Sustainability speaks to having a level of permanence. When new governing officials are elected
into office and employed leadership evolves, the values, missions, and goals of the organization
may also change. Throughout the first year of the project, concern has been expressed for D&I to
be an ongoing effort. Therefore, sustainable actions are recommended to help ensure D&I
remains a priority focus of The City of Frederick. For true sustainable change, D&I must be a
permanent, embedded, priority part of the mission.

www.MaxLifeLLC.com
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GOALS, STRATEGIES, & RECOMMENDED ACTIONS
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Change Management
Goal:

To achieve maximum participation and engagement with minimal resistance from
employees, leaders, and other stakeholders as changes occur

Strategy: Be transparent and open in providing information to stakeholders on the D&I strategic
plan to cultivate trust, support, and participation
Recommended Actions:
A. Develop the following:
1. D&I centered vision statement
2. D&I centered mission statement
3. D&I centered values
4. Articulate desired inclusive culture
B. Roll out the plan to employees and community
1. Mayor and Aldermen host City-wide meeting to share plan benefits, goals,
strategies and actions with community
2. Mayor, Director of Human Resources, Managers host employee-wide meeting to
share plan benefits, goals, strategies and actions with City workforce

www.MaxLifeLLC.com
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Change Management (con’t)
C. Provide change management training
1. Training for leadership
2. Training for workforce
D. Conduct risk assessment of D&I change initiative

www.MaxLifeLLC.com
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Workforce Diversity
The Pre-Hire and Recruitment Life-Cycle
Goal:

To employ a premier workforce that represents the gender, racial, and cultural demographics of
Frederick City’s population; educate new hires on D&I and The City’s vision, mission and values

Strategy: Formalize the pre-hire and recruitment process to ensure equal opportunity in competing for
vacancies; ensure new hires understand expectations toward D&I
Recommended Actions:
A. Continue to maintain current records and metrics that highlight pre-hire diversity efforts; conduct
study to determine additional metrics necessary to chart change; identify barriers
B. Review formal and informal pre-hire and recruitment practices and policies
1. Conduct inclusive-lens review of job descriptions and position requirements
C. Establish standard operating procedures for pre-hire and recruitment
1. Centralize all advertising to come from Department of Human Resources
a. Review, expand and target advertising footprint to include media outlets, social media,
colleges, community and professional organizations with female and minority focus
b. Remove external advertising options (budget) from departments
c. Develop inclusive City introduction for all position announcements
d. Review onboarding process; ensure inclusion of D&I goals
e. Establish a relationship with Frederick Community College’s Skilled Trades Program;
build relationships with other FCC programs, colleges, and organizations

15

Workforce Diversity
The Pre-Hire and Recruitment Life-Cycle (con’t)
2. Interviewing
a. Use HR pre-approved interview questions for all candidates per position
b. Ensure use of panel process for all interviews; have diverse, HR approved panel
c. Review candidate interview evaluation form; modify as needed
d. Review candidate selection scoring form; modify as needed
e. Include D&I information, expectations
D. Ensure accountability for D&I initiatives
1. Provide training to hiring managers on hiring best practices and managing biases
2. Link department leaders, managers, and hiring manager performance appraisal/merit
increases to D&I initiatives
E. Place temporary hold on hiring until adopted Pre-hire and Recruitment recommendations are
implemented (review case-by-case basis for mission critical positions)
F. Open all vacancy announcements to external applicants
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Inclusion
Post-Hire Employee Experience and Inclusion
Goal:

For the City of Frederick to have an environment and culture that provides equal opportunity and
equal access to resources while totally respecting, engaging, valuing, and accepting individuals
thus allowing them to fully contribute to The City’s work

Strategy: Provide education and training to equip all stakeholders with tools to better manage working with a
diverse workforce and serving a diverse community while being accountable, having ability to
measure results and, instilling a culture of inclusion
Recommended Actions:
A. Instruct participation in sexual harassment prevention training and D&I foundational training
1. Provide D&I foundational training to full-time and part-time employees and elected
leadership; continue with annual training
2. Provide face-to-face sexual harassment prevention training to full-time and part-time
employees, elected leadership, contractors, volunteers, and vendors; continue with biennial
training

www.MaxLifeLLC.com
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Inclusion
Post-Hire Employee Experience and Inclusion (con’t)
B. Provide developmental D&I infused training to employees and leadership
1. Develop employee development academy; link completion of academy classes to a “pathway”
of promoting, excelling and merit increases
2. Develop manager and leadership institute; link completion of institute to “pathway” of
promoting, excelling and merit increases
C. Form D&I advocacy change team of employees; train accordingly
D. Re-Conduct D&I climate survey after at least two years to understand what is working well or not
working well with new implementations regarding policies, practices, environment, access to
resources and opportunities and professional development; conduct analysis

www.MaxLifeLLC.com
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Sustainability
Goal:

To ensure D&I is infused in the vision, mission, values, and goals of The City of Frederick

Strategy: Formalize policies, practices and procedures with D&I infusion of fairness, equality, equity
Recommended Actions:
A. Align D&I with The City of Frederick’s vision, mission, values, and goals
B. Conduct review of and infuse D&I within all practices, policies, procedures, and programs of The
City of Frederick; includes internal and external opportunities for fairness and equity; specific
attention to supplier diversity
C. Launch community campaign; form community based organization

www.MaxLifeLLC.com
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Future D&I Recommended Actions
A.

Continue to review workplace policies with inclusive lens; identify barriers; make recommendations
(Inclusion)

B.

Analyze climate survey results; make recommendations accordingly (Inclusion)

C.

Conduct study of equality and competitive pay and related issues (Inclusion)

D.

Investigate rewards and recognition opportunities; may be alternative for increased funding (Inclusion)

E.

Expand the diversity focus to additional characteristics (Inclusion)

F.

Develop mentor program (Inclusion)

G.

Develop internship program (Workforce diversity)

H.

Establish more formalized volunteer program; include senior population (Workforce diversity)

I.

Develop youth leadership program (Workforce diversity)

J.

Develop youth Summer work program (Workforce diversity)

K.

Develop office of diversity, equity and inclusion to continuously direct the D&I change initiative
(Sustainability)

L.

Review the D&I strategic plan annually, make adjustments as needed, continue to align with missions of
The City of Frederick and individual departments. (Sustainability)
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Thank you!
We sincerely appreciate the departments and individuals who shared information,
feelings and thoughts to support the information gathering stage. Please continue!

We lead vital
workplace conversations
www.MaxLifeLLC.com
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