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OUR VISION 
Saint Paul will achieve its full potential when we realize the 
strength of our dynamic diversity. We will be a city where 
race DOES NOT predetermine opportunities in education, 
employment, housing, health and safety. Saint Paul 
residents will realize their potential and fully contribute to 
city and neighborhood life. Our government will have a 
workforce that reflects the diversity of our city. 

  



OUR OBJECTIVE 

Increase successful recruitment to 
mirror the population of Saint Paul 

  



THE MAYOR’S STARTING POINT  

“By the end of 2017, I commit to ensuring 
23 percent of people working in city 
government will be people of color. To 
increase 3.5 percent over the next 21 
months, we are building on departmental 
pipelines…” 

  

Presenter
Presentation Notes
In his budget speech, the mayor indicated reflecting the community we serve.
To do so, his commitment to reach 40 percent POC through incremental changes that includes attaining 23 percent FT employment by the end of 2017 – 3.5 over 21 months.
How – Pipelines reaching our youth and creating a path to learn and grow w/in City
         -- Partnerships with outside orgs (AVID) for specific development re lgst dept.
         -- More recruitment resources 
         -- Depts. Required to increase recruitment efforts 
Rt Track, EMS; Use trainee pos – DSI trainee; AVID(Adv’t Via Ind Determ)- coll prep

Our ultimate goal is that city employees reflect the community we serve. So as city employees retire, our goal is to increase full time employees to 40 percent people of color. But this will be incremental change. By the end of 2017, I commit to ensuring 23 percent of people working in city government will be people of color. To increase 3.5 percent over the next 21 months, we are building on departmental pipelines that include Right Track and our EMS academy, while creating new partnerships like the one between our police department and AVID, as well as our junior police academies – which both endeavor to get kids of color interested in careers in law enforcement.
And because of our focus on equity, in my 2017 budget, I will be proposing more resources for recruiting candidates of color, and have required all city department directors to increase departmental level recruitment efforts.





Engagement 

Education 

Diversity 

Accountability 

Equity  

Representation 

Meet city-wide racial 
equity initiative 

Diversify applicant 
pools Educate on resources and 

opportunities 

Engage with the 
community 

OUR PLAN 
Have workforce reflect the 
people we serve 

Hold ourselves accountable 

Presenter
Presentation Notes
Some efforts have begun
All of these result in representation of all communities – race, ethnicity, (religion, LGBT)

Here to serve residents and should reflect who we serve.
Identify the untapped resources that will help department objectives.
Improve the diversity of our applicant pools.
Inform hiring authorities about potential quality applicants.
Learn more about what resources exist to help identify future hires – orgs agencies, networks, union sources
Engage communities – recognize the City is a great employment option
Learn about community needs to become active job seekers.

Community involvement has been a missing piece; not just telling them but listening.




Saint Paul Residents 

Sources: Census 2010 & Saint Paul Public School Demographic Graph, 2015 

Saint Paul Public 
School Students 

Presenter
Presentation Notes
Census data for the City and SP data for our workforce

White population represents 58% of the City and 42% of residents are POC.
However, 80% of City’s FT workforce is white. Some change – 48% of PT is white which is reflective of a changing pool of candidates, more similar to the residents. As number of residents of color increases, we have an opportunity to tap into the education,  work experience and cultural/racial that POC bring to the workforce.

One opportunity is to ensure that PT staff gain the internal experience and competence to become part of the Ft workforce. 

FT: includes 30 hrs +



NEW HIRES: 2014, 2015, & 2016 
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Racial Diversity 
Stats: Re-survey 
and Four Year 
Comparison*  

 
 
 
*Shows full-time 
employees (30+hours 
/week) plus part-time in 
Libraries and Parks 

Department 
% Persons of 

Color July 
2012 

% Persons 
of Color July 

2016 

% Persons of 
Color October 

2016 
Change 

Citywide 16.7 19.7 22.2 2.5 
City Attorney 11.1 17.2 19.1 1.9 
City Council 16.0 20.0 20.0 0.0 
Finance 11.4 17.8 20.9 3.1 
Fire 17.9 20.2 21.0 0.8 
Human Resources 18.5 22.9 25.7 2.8 
HREEO 48.1 52.0 52.2 0.2 
Libraries FT 9.2 26.6 26.4 -0.2 
Libraries PT 36.4 52.4 57.3 4.9 
Parks FT 11.7 18.8 20.3 1.5 
Parks PT 38.1 56.6 62.3 5.7 
PED 8.5 12.5 15.2 2.7 
Police 19.3 21.4 26.1 4.7 
Public Health 34.5 20.7 20.7 0.0 
Public Works 14.3 14.8 18.2 3.4 
Safety & Inspections 13.3 12.9 16.3 3.4 
Technology 23.3 24.2 26.5 2.3 
Water 17.0 20.5 21.5 1.0 



23% PATH – OUR 
RECRUITMENT PLAN 

Analyze Workforce and Create Targeted Recruitment Plans 
for Selected Positions 

Increase Strength of Recruitment and Relationship Efforts 

Increase Awareness and Understanding of City 
Employment Opportunities 

Remove Barriers to City Employment Process 

Develop Pipeline Programs 



ANALYZE WORKFORCE AND CREATE 
TARGETED RECRUITMENT PLANS 

1. Analyze current workforce 
demographics to predict 
expected turnover within next 
3-5 years 

2. Analyze our current workforce 
versus external workforce 
availability 

3. Based on the analysis, choose 
20-30 positions to be filled over 
the next 18 months for an 
intense, targeted recruitment 
plan 

Presenter
Presentation Notes
�
Make diversity and equity a business need​
Customize departments’ recruitment strategies​
Cast multiple nets​
Hold hiring managers accountable
�
Department role and efforts
�
Ways depts. are expected to be involved and responsible for attaining the 23% threshold by end of 2017.
�
Expectations to:
  -  include diversity and equity when envisioning objectives
  - develop the dept specific recruitment method
  - think about multiple ways to recruit
  - hold individual HMs accountable for hiring decisions
�



INCREASE STRENGTH OF 
RECRUITMENT AND RELATIONSHIP 
EFFORTS 
1. Hire recruiter and ambassadors 
2. Strengthen and establish 

relationships and networks 
3. Join diversity and recruitment 

collaborative 
4. Establish citywide Recruitment 

Team 
5. Utilize relationships with Unions 

Presenter
Presentation Notes
Efforts

2 – Life track, Goodwill, Accessibility, Resource Inc., so far
3 – St Paul College (internships), Augsburg College
4 – Via website for information sharing
5 – jurisdictions making efforts
6 – Union to join?
7.  Partnerships – all unions are invited to join this effort

We are working with external organizations such as Goodwill and internal groups such as the RE change teams (dept and central). How can we work with you to jointly meet the immediate goal of 23% POC representation by 2017 and long term objective of mirroring the City’s population?




INCREASE AWARENESS AND 
UNDERSTANDING 

1. Develop marketing strategies to attract 
under-represented applicants 
 

2. Use social media to attract diverse job 
applicants 
 

3. Participate in job fairs 
 

4. Participate in employment and 
community events 
 

5. Create Team of Community 
Recruitment Ambassadors 
 
 



REMOVE BARRIERS TO CITY 
EMPLOYMENT PROCESS 

1. Update job requirements 
 

2. Review job descriptions 
 

3. Connect department 
expectations with community 
needs 
 

4. Implicit bias in hiring training 
 
 
 

Presenter
Presentation Notes
How do we attain the goals we have set?

Actions HR and departments have taken to date.

3. Having policy regulatory perspective versus



DEVELOP PIPELINE PROGRAMS 

1. Right Track Program: YJ01, YJ02, 
and YJPro Workers 

 

2. Trainee titles such as DSI trainee 
 

3. Pipeline program such as EMS 
Academy 
 

4. Internships 

Presenter
Presentation Notes
Several ways to introduce City employment and work experience. Combines internal department efforts with the efforts  of colleges and youth.

(Back up only)
Right Track Prog: for youth between the ages of 14-21, have barriers to employment, and meet a low-income requirement, and live in St. Paul to get work experience. 
YJ01: grant funded through Parks. 
YJ02: for high school juniors and seniors, paid by the employer. 
YJPro: connects youth/young adults with advanced internships and training opportunities via strategic partner organizations, building skills for specific careers.




2016 ACCOMPLISHMENTS 
(UP TO DATE) 

 24 job fairs and community events 
attended 
 
 1,470 people reached from the 

events 
 
 162,620 impressions on social media 

(LinkedIn, Facebook, and Twitter) 
 
 43 weekly newsletters sent 

Presenter
Presentation Notes
6 months:
Attended a total of 21 job fairs and community events

Staffed by 5 employees�
Reached 1,778 people from the events�
Spent 85 hours (exclude prep and travel times)

Total estimated cost for
Hours: $2527.00
Fringes: $1010.94 (estimated at 40%)
Job Fair Fees: $425.00
Materials: $1,100 (IPad and marketing supplies)
1 FTE: $54,400
Overall Estimated Cost: $59,462.94

Probably Not:
9 job fairs and community events:
Annual Hmong Resource Fair Job Fair (4)
Career and Farnsworth Table/Booth Exploration Career Fair – Education (2)
Placement Partners Annual Job Fair Job Fair 
Government & Nonprofit Career Fair Job Fair 
Saint Paul College Presentation - Education (2)
Minnesotajobs.com and Diversity MN Community Meet and Greet Employer Appreciation (1)
Progressive Community Job Career and Resource Fair Job Fair 
Saint Paul College Presentation - Education 
Gordon Parks career Day Career Fair - Education 



2016 ACCOMPLISHMENTS 
(UP TO DATE CONT.) 

  Key Partnerships: Saint Paul College, CommonBond 
Communities, & Saint Paul Housing Agency 
 
  Citywide Recruitment Team 

 
  Upcoming community meetings: November 9, 2016 

 
  Job fair: The Gathering! Women of Color Expo 

 
 MSPWin Grant 

  

  

  



MOVING FORWARD 

 

Help 
to 

Recruit 
  

Presenter
Presentation Notes
A Win-Win for a 3.5% toward 23% POC holding FT City jobs.

Inform, Communicate opportunities, Share thru social media

Help us complete this circle to recruit successfully and reach out to everyone to learn more about our job opportunities by doing the following:

Share your contacts 
Referrals 
Use social media: 
Feedback 
Commitment 
Overall: HELP US TO RECRUIT  

Pictures
Like: Facebook and LinkedIn
Share: Facebook and LInkedIn
Heart: Twitter (Like)
Two Arrows: Twitter (Retweet) Grow the information network
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