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Biden administration's hope that this would translate into cohesive and respectful interpersonal 
relationships in the workplace, while also making employees cognizant of inequities within their 
line of work. Two years later, the federal government further cemented the use of DEI training 
opportunities by tasking the newly formed Agency Equity Teams with supporting equity training 
and equity leadership within the scope of their work.80 

Oregon government example: 

Within Oregon's DEI action plan, Strategy 8 (Diversifying the Workforce and Creating an 
Inclusive Workplace) touches on the need for DEI professional development opportunities to "align 
agencies to standardized and inclusive practices," particularly with regard to the culture and work 
ethos of government.81 Alongside this, Oregon's plan also recommends providing additional 
continuous training for employees as a way to encourage the promotion and retention of racially 
diverse employees and support leadership pathways.82  

Connecticut state government examples: 

Diversity training is compulsory across Connecticut state government pursuant to C.G.S. § 
46a-54 and C.G.S. § 4a-2c. However, some agencies have gone further than what is statutorily 
required of them and made trainings available on an array of subjects surrounding diversity and 
racial equity. 

Through DCF's Academy for Workforce Development, employees attend cultural diversity 
and implicit bias training to reinforce the agency's commitment to racial equity and to set employee 
behavioral expectations.83 Within DCF's Statewide Racial Justice Workgroup there is a 
subcommittee dedicated to the workforce which reviews employee trainings using a racial equity 
lens, and routinely asks employees for feedback as to how to improve these trainings.84 Working in 
parallel to this, employees are able to contact the Office of Multicultural Affairs and the Office of 
Diversity and Equity if they experience an interaction or situation that needs to be dealt with in a 
culturally sensitive manner. This internal coaching resource provides practical and direct advice to 
employees about how to navigate racial transgressions appropriately and professionally.85  

The Judicial Branch has a menu of trainings that touch upon diversity and cultural 
competency for employees. Alongside a compulsory diversity training, employees have access to 
an array of cultural competency trainings that includes the cornerstone training, Foundation in 
Cultural Responsiveness, and events focused on educating and celebrating diversity (see 
Appendix A).86 Some trainings explore broad subjects such as implicit bias while others 

80 Exec. Order No. 14091. 
81 State of Oregon, State of Oregon Diversity, Equity, and Inclusion Action Plan, p. 22. 
82 Ibid.  
83 Rams, meeting notes. 
84 Ibid. 
85 Hill-Lilly, Rams, meeting notes 
86 Connecticut Judicial Branch, Judicial Branch-Court Support Services Division Cultural Competency: 2023 
Summary, Hartford CT, 2023 

https://www.cga.ct.gov/current/pub/chap_814c.htm#sec_46a-54
https://www.cga.ct.gov/current/pub/chap_814c.htm#sec_46a-54
https://www.cga.ct.gov/current/pub/chap_057.htm#sec_4a-2c
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allow employees to delve deeper into specific topics such as working with a diverse workforce 
and cross-cultural communication.87 The Judicial Branch's offerings have gone further than the 
mandatory general diversity-focused trainings. The Branch has created trainings and 
programming that address diversity, equity, and inclusion from different angles.88  

National Center for State Courts example: 

While hiring a diverse workforce is important, the NCSC guidance also focuses on the 
need to train the current workforce and equip them with the knowledge and skills necessary to 
implement racial equity values within an organization. Before creating and implementing 
new trainings, the guidance recommends a review of all the current racial justice and equity 
trainings. Such a review will help identify where additional trainings are needed, and what their 
focus will be.89 When creating new trainings, the report suggests a design that encompasses 
both the historical roots of racial injustices while also examining the impact implicit bias and 
structural racism can have in day-to-day interactions in the workplace.90 Employees are 
encouraged to undergo regular trainings on these issues. Participation in regular training 
allows employees to create a shared understanding of racial justice concepts91, and to gain a 
better understanding of their own cultural responsiveness and how it manifests in their 
interactions with others.92  

Professional development is a fundamental part of an employee's experience at work 
and career progression. Having mandatory trainings focused on areas such as DEI, cultural 
responsiveness, and racial equity serve as an important tool in making sure that the workforce 
understands why achieving racial equity is an important value and goal for an organization. 
However, it is also important that employees understand the importance of scrutinizing their 
biases and reflecting on how these views may affect their work. With the evolving nature of DEI 
work, it is imperative that trainings are evaluated and refreshed on an ongoing basis to reflect 
the changing realities and happenings of the world around us. 

87 Ibid.  
88 Troy Brown (Director of Diversity, Equity, and Inclusion, State of Connecticut Judicial Branch), meeting 
notes, meeting with Muna Abbas, July 21, 2023. 
89 National Center for State Courts, The Racial Justice Organizational Assessment Tool for Courts. 
90 Ibid.  
91 Ibid.  
92 Cultural responsiveness is defined as having the ability to “understand that the logic by which we make 
sense of the world is not (as it often feels) objective or neutral, but rather a particular lens that is grounded 
in our cultural upbringing.” Ibid. p. 84.  
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RECOMMENDATION 6: 
CONDUCT ASSESSMENTS AND EXAMINE 
POLICIES AND PRACTICES THROUGH A 
RACIAL EQUITY LENS 

To determine where inequities lie and where to make recommendations for change, state 
agencies should use a racial equity lens to examine current and proposed policies and practices.  
Agencies would assess whether certain policies and practices might result in a disparate impact 
on a racially or ethnically minoritized group. 

These assessments would identify which communities are most underserved, whether they 
could be negatively affected by a policy or practice, and what voices are absent from policy 
development. To prevent unintended consequences, it is essential that perspectives from 
underrepresented communities be heard. Assessments or racial equity reviews can help pinpoint 
strengths and weaknesses, while ultimately having a positive effect on reducing racial disparities.  

Oregon government example: 

Oregon's DEI plan offers recommendations such as the introduction of regular racial equity 
assessments when making budgetary decisions.93 The assessments consider whether investments 
and divestments will harm minoritized communities.94 

Connecticut state government examples: 

Connecticut's Department of Public Health's Office of Health Equity created the "Health 
Equity Impact of Legislative Proposals" worksheet (see Appendix B) to assist staff 
in understanding the impact proposed legislation could have from a health equity 
perspective. Department sections that are likely to be impacted programmatically use guided 
questions to conduct a holistic analysis of legislative proposals including: which 
underrepresented or historically marginalized populations and communities the proposal may 

93 State of Oregon, State of Oregon Diversity, Equity, and Inclusion Action Plan. 
94 Ibid.  
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affect, the impact to the social and structural factors that may disproportionately impact these 
people and communities, and whether the proposed legislation is more likely to advance or 
regress progress toward statewide equity. 

Similarly, DCF has mechanisms in place to assess policies and services to evaluate 
whether they are equitable and suggest solutions for reform, if necessary.95 DCF hopes that a 
careful review of its new and existing policies from a racial equity perspective will ensure that 
equity is woven into the department's practices. Steps are being taken to infuse racial equity 
efforts into DCF's day-to-day practices, documents, referrals, case plans, supervisions, culture, 
and language. Through its internal Statewide Racial Justice Workgroup, DCF's Policy and 
Practice and Data subcommittees look at each newly created or updated policy, agency data, and 
discern where inequities exist and suggest improvements.96  

In the 2023 legislative session, the Connecticut General Assembly passed Public Act 
23-16 which looked at the potential impacts of the increased use of artificial intelligence in
state government.97 The legislation stipulates that beginning in 2024, the Department of
Administrative Services shall "perform ongoing assessments of systems that employ artificial
intelligence and are in use by state agencies to ensure that no such system shall result in any
unlawful discrimination or disparate impact," on groups of individuals on the basis of
characteristics including race and ethnicity.98 As the use of technology progresses, and more
artificial intelligence is used in state government, it is important to monitor and set guardrails to
ensure its use does not magnify biases.

National Center for State Courts example: 

The NCSC's tool is an assessment of the policies and practices in an organization. 
However, it is seen as just an initial "baseline system review" to inform next steps in racial justice 
planning.99 The organization recommends that courts perform a Racial Equity Impact Analysis 
(REIA) before implementation of any new policy to assess whether it would have an adverse 
(direct or indirect) effect on any racial or ethnic groups.100 In doing so, using disaggregated data 
allows for a better understanding of how certain policies or practices impact specific categories 
of people.101 To drive decision-making and identify where inequities exist, it is imperative we 
have accurate data and assessments with clearly defined racial and ethnic categories.102 The 
data should be routinely reported and monitored to track trends in whether an organization's 
services and policies help eliminate racial inequities.103 

95 Rams, meeting notes. 
96 Ibid.  
97 State of Connecticut Public Act 23-16 
98 Ibid.  
99 National Center for State Courts, The Racial Justice Organizational Assessment Tool for Courts, p. 5. 
100 Ibid. 
101 Ibid. 
102 Ibid. 
103 Ibid. 
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https://www.cga.ct.gov/2023/act/Pa/pdf/2023PA-00016-R00SB-01103-PA.PDF
https://www.cga.ct.gov/2023/act/Pa/pdf/2023PA-00016-R00SB-01103-PA.PDF
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In the same way that organizations conduct financial analyses to inform decision-making, 
REIA can be a decisive factor as to whether to implement a policy. REIA can be an effective tool to 
identify and remove inequities from existing and future practices and policies.  

"Preventing institutional racism and identifying new options to remedy long-
standing inequities is the goal of REIAs" 104 – The Racial Justice Organizational 
Assessment Tool for Courts 

Embedding racial equity into state government requires a detailed examination of how 
an agency or branch operates and where disparities become apparent within its operations and 
management. Continuous assessments can lead to changes in existing policies or the 
implementation of new policies, thereby dismantling structural inequities in state government.

104 Ibid. 







https://thinkculturalhealth.hhs.gov/clas/standards
https://www.cdc.gov/healthliteracy/culture.html
https://thinkculturalhealth.hhs.gov/clas/standards
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Connecticut state government example: 

DCF works with approved vendors who help translate agency documents for the public, 
and also consults with leading state immigration organizations such as the Connecticut Institute for 
Refugees and Immigrants (CIRI) and the Integrated Refugee and Immigrant Services (IRIS) on how 
to ensure DCF's language services meet the needs of the members of the communities being 
served.120 In addition to translation, language services include crafting communications and 
messaging that are in plain, accessible language. Moreover, DCF has a significant proportion of staff 
who are multilingual to help bridge the language divide.121 This is beneficial in that it allows for staff 
to communicate directly with the public in different languages. Shared language can also build trust 
and restore faith in systems that have had fractured relationships with communities of color. This 
provides further evidence of the benefit of advancing job candidates who speak more than one 
language.  

Oregon government example: 

The state of Oregon has included language and communication efforts as a key part of its 
DEI Action Plan under Strategy 3, Inclusive Communications. It has focused on language access and 
literacy to make sure that residents with limited English proficiency have access to resources in a 
language and form they can understand.122 This is further emphasized by the plan calling for 
communications to be delivered by trusted messengers, and through diverse media outlets.123 

National Center for State Courts example: 

NCSC's work promotes the need to hire multilingual staff, use translation and interpretation 
services, and have communication forms (e.g. websites, signage, documents) in different languages 
to facilitate access to services to those with limited English proficiency.124 In order to understand 
whether an organization's services are fully accessible to all, NCSC recommends conducting an 
assessment (e.g. through a taskforce) to look at the physical, language, financial, and technological 
barriers that some users may have. Organizations should use the results of such assessments to 
inform future decision-making.125 

Achieving racial equity cannot be done without inclusivity and acknowledgment of 
cultural and linguistic differences. Communication barriers often result from insufficient 
translation services or the use of jargon. These barriers make it difficult for residents to 
understand the programs and services available to them. Ultimately, these differences prevent 
residents from accessing the help they need.

120 Rams, meeting notes. 
121 Ibid.  
122 State of Oregon, State of Oregon Diversity, Equity, and Inclusion Action Plan. 
123 Ibid.  
124 National Center for State Courts, The Racial Justice Organizational Assessment Tool for Courts. 
125 Ibid.  
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RECOMMENDATION 9: 
ENSURE THAT CONNECTICUT'S 
COMMITMENT TO RACIAL EQUITY 
EXTENDS TO THE STATE'S CONTRACTING 
AND PROCUREMENT PRACTICES

Government should consider equity in the contracting and procurement process. It is 
crucial to racial equity that minority-owned businesses have a fair chance at receiving government 
contracts. To establish the baseline of current government contracting and track progress, the state 
will need to disaggregate contractor data by race, ethnicity, and gender. For the purposes of 
achieving equity, it is not sufficient to include all minority-owned businesses and small businesses 
in one category. The amount of state dollars and contracts awarded should be publicly reported by 
disaggregated racial/ethnic and gender categories. Additionally, state agencies should review 
contracting and procurement processes and make plans to ameliorate any barriers that 
disproportionately impact minorities.  

Federal government example: 

The federal government has employed an "Advancing Equitable Procurement" strategy to 
expand procurement opportunities for members of socially and economically disadvantaged 
groups, primarily by providing them with financial assistance.126 In addition, President Biden has set 
a goal of increasing the number of federal contracts awarded to small business owners 
from disadvantaged communities to 15% by 2025.127 Racial, ethnic, and gender data 
for current and recent past contractors and awardees is required in order to establish 
the baseline for improvement.  

126 Exec. Order No. 14091, pp. 10831 
127 United States, Executive Office of the President Joseph Biden, Fact Sheet: Biden-⁠Harris Administration 
Announces Reforms to Increase Equity and Level the Playing Field for Underserved Small Business Owners, 
December 2, 2021, https://www.whitehouse.gov/briefing-room/statements-releases/2021/12/02/fact-
sheet-biden-harris-administration-announces-reforms-to-increase-equity-and-level-the-playing-field-for-
underserved-small-business-owners/  

https://www.whitehouse.gov/briefing-room/statements-releases/2021/12/02/fact-sheet-biden-harris-administration-announces-reforms-to-increase-equity-and-level-the-playing-field-for-underserved-small-business-owners/
https://www.whitehouse.gov/briefing-room/statements-releases/2021/12/02/fact-sheet-biden-harris-administration-announces-reforms-to-increase-equity-and-level-the-playing-field-for-underserved-small-business-owners/
https://www.whitehouse.gov/briefing-room/statements-releases/2021/12/02/fact-sheet-biden-harris-administration-announces-reforms-to-increase-equity-and-level-the-playing-field-for-underserved-small-business-owners/
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Oregon government example: 

As part of its racial equity plan, Oregon has addressed contract equity by making 
recommendations to embed an equity lens throughout a project – from its initiation, planning, 
development, and administration.128 On a practical level, this includes the creation of mentoring 
programs to support minority-owned businesses, implementation of prompt payment processes, 
and the provision of trainings and assistance to minority-owned businesses so that they are more 
likely to contract with the state.129 The goal of Oregon's racial equity plan is to eliminate or reduce 
the numerous bureaucratic barriers that business owners from specific groups face when met with 
the prospect of working with government.  

Connecticut state government example:

In Connecticut, DCF has taken several steps to ensure contracting and procurement is more 
equitable. The department regularly updates request for proposal (RFP) questions to remove the 
advantage of familiarity from previous contract awardees, ask RFP applicants to report the diversity 
of their workforce, and inquire about their commitment to racial equity within the applicant's 
business or entity.130 Additionally, DCF offers informational and training support to providers from 
underrepresented communities to become certified contractors with the state so that they can be 
paid prospectively for their work rather than retroactively.131 

Examining contracting and procurement practices using a racial equity lens is a key aspect 
of eliminating structural racism within state government. There are three distinct aspects that 
need to be addressed in order to achieve equity in contracting: 1) agencies must commit to 
contracting with a greater proportion of minority-owned businesses, 2) agencies must eliminate 
barriers to contracting whenever practicable, and 3) contractors, as extensions of the state, 
should be held to the same equity standards as any other state actor.

128 State of Oregon, State of Oregon Diversity, Equity, and Inclusion Action Plan. 
129 Ibid.  
130 Rams, meeting notes. 
131 Ibid.  
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CONCLUSION 
DISMANTLING STRUCTURAL RACISM WITHIN 
GOVERNMENT IS A HUGE ENDEAVOR THAT 
REQUIRES A MULTI-FACETED APPROACH: 
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Consistent and thorough application of the recommendations offered in this report require 
a significant shift in cultural, structural, and operational practices across the state. It is the hope 
that future coordinated efforts to uplift best practices and encourage cross-agency collaborations 
will be beneficial and foster a communal dedication to a "whole-of-government" approach. 
Connecticut has the opportunity to build on and further demonstrate its commitment to 
dismantling structural racism through implementing the recommendations in the report. 

132 Although this quote refers to courts, the sentiment can be applied to all agencies seeking to make lasting 
change. 

"To evolve with society in a way that most effectively serves the local 
community, [courts] must be prepared not just to implement a set of changes 
today, but to create the right permanent structures and processes that will 
allow [the court] to sustain the attention and resources needed over time."132

– Racial Justice Assessment Tool for Courts



JB-CSSD Cultural Competency: 2023 Summary 

The JB-CSSD Training Academy provided the following training sessions during 2023: 

Foundations in Cultural Responsiveness 100: A total of nine (9) full day training cohorts were 
offered to Judicial Branch employees. 

Ouch! Your Silence Hurts: A total of four (4) half day virtual training sessions were offered to 
JB-CSSD employees. 

Identities in Transition: Considerations for Working with Immigrant Latinos in the US: A total 
of one (1) full day training session was offered to JB-CSSD employees. 

Cultural Competency with Regards to Islam and Muslim: A total of three (3) half day virtual 
training session was offered to JB-CSSD employees. 

Cross-Cultural Communication: A total of two (2) half day virtual sessions were offered to the 
offices of Juvenile Probation. 

Working in a Diverse Workforce: A total of two (2) half day virtual training session was offered 
to JB-CSSD Employees. 

The American Dream: A total of one (1) half day in-person training session was offered to JB 
employees. 

Candid Conversations: A total of seven (7) half day virtual sessions were held for Juvenile 
Probation. 

Understanding LGBTQ and the Gender Spectrum: A total of one (1) half day virtual session was 
held for JB-CSSD employees. 

Understanding Neurodiverse Clients: A Look at the Autism Spectrum: A total of one (1) half 
day virtual session was held for JB-CSSD employees. 

Autism and Criminal Justice: When the Two Worlds Collide: A total of three (3) half day virtual 
sessions was held for JB-CSSD employees. 

Gender Specific Issues in Self-Harm: A total of one (1) full day virtual session was held for JB-
CSSD employees. 

Women’s Gender Specific Issues: A total of one (1) full day virtual session was held for JB-CSSD 
employees. 

Cultural Considerations when Working with Victims of Domestic Violence: A total of one (1) 
half day virtual session was held for JB-CSSD employees. 

The Multicultural Workforce: A total of one (1) full day virtual session was held for JB-CSSD 
employees. 

APPENDIX A
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The Training Academy offers a total of four (4) web based on-demand training modules, and a 
total of three (3) cultural competency book reviews. 

Cultural Competence: A Primer: One (1) hour training credit 
Micro-Messages: One (1) hour training credit 
Out of the Closet and Into a Box: Understanding Gender Identity with a Spotlight on 
Transgender: One (1) hour training credit 
The Power of Privilege: One (1) hour training credit 
White Fragility Book Review: One (1) hour training credit 
Medicine Trail Book Review: One (1) hour training credit 
On Earth We’re Briefly Gorgeous Book Review: One (1) hour training credit 

The following cultural events were recognized in 2023: 

Year End Holiday Celebrations (virtual) 

Black History Month (virtual) 

Title Date # of Attendees 
Juneteenth 2/9/2023 113 
Tell Them We Are Rising 2/16/2023 28 

Women’s History Month (virtual) 

Title Date # of Attendees 
Connecticut’s Black, 
Indigenous and Women of 
Color 

3/22/2023 137 

Title Date # of Attendees 

Bodhi Day 12/8/2022 22 
Hanukkah 12/19/2022 30 
Christmas 12/22/2022 20 
Kwanzaa 12/28/2022 26 
Three Kings Day 1/6/2023 33 
Pongal 1/17/2023 23 
Lunar New Year 1/18/2023 55 

33 





http://www.ct.gov/insidedph/lib/insidedph/ct_dph_policies_and_procedures/health_equity_policy_and_procedures.pdf
http://www.ct.gov/insidedph/lib/insidedph/ct_dph_policies_and_procedures/health_equity_policy_and_procedures.pdf
mailto:Daniel.Aubin@ct.gov
mailto:Jill.Kennedy@ct.gov
mailto:Brie.Wolf@ct.gov
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