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Letter from the Acting Executive Director and Transition Lead  
 

To Staff of the Housing Authority of the City and County of San Francisco and Our Stakeholders: 

 

The Housing Authority of the City and County of San Francisco (Authority) is proud to partner 

with the Office of Racial Equity in its enactment of the citywide Racial Equity Framework and 

commits to developing the Racial Equity Action Plans in the two phases established by the 

Office of Racial Equity. Phase 1 focuses on internal programs and policies, workforce, 

commissions/boards, and centers on internal, overarching strategies regarding our workforce. 

Phase 2 focuses on procurement, contracting/grants, and delivery of services and programs to 

San Franciscans, and will center on external equity indicators and support for historically 

marginalized communities.  

 

The Authority presents Phase 1 of its Racial Equity Action Plan. The development of this action 

plan is the initial step of a long-term and iterative pr ocess for assessing and improving current 

workplace conditions and community outcomes with respect to racial equity and addressing any 

disparities in the way that our policies and practices impact our workforce and our community. 

We are committed to the prioritization of racial equity in the workpla ce and our community 

through  ongoing policy analysis and development, training, data collection, and most 

importantly , strong accountability measures for tracking implementation, progress, 

effectiveness, and reporting. 

 

The Authority prides itself in having a workforce that reflects the communities we serve but we 

acknowledge that being in the Bay Area does not, in and of itself, make any one of us immune 

from racism or injustice. We work in a unique place where poverty, housing, race, and the justice 

system all intersect, and we work daily to create transformational change that supports the 

economic and educational growth of individuals and communities to amplify that each and 

every life matters. We work daily with the results of generations of historic injustices that shape 

the experiences of our residents and employees. Our careers entwine with individuals of all 

races, colors, genders, and creeds to exemplify our commitment to housing equity for all our 

clients. We are committed to ensuring that our workforce, our residents, our community 

partners, and all our stakeholders are heard and valued. 

 

The Authority has been in a transition period since early 2019. In March 2019, the U.S. Housing 

and Urban Development (HUD) informed the Authority that it was  in default. Accordingly, the 

Authority entered into a Memorandum of Understanding with the City, dated January 18, 2020, 

stipulating the requirements for the City to assume responsibility over the Authority’s essential 

functions and for the Authority to o utsource programmatic administration to third -party 

contractors.  
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The Authority consists of departments in the areas of Housing Choice Voucher and Public Housing, Finance, Human Resources, Procurement, Information Technology, Legal Affairs and 

Policy, and Housing Development and Modernization. The restructured Authority reports on activities to HUD, the City, and community  stakeholders. During  Td
( )T[3A(o) nV.
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Initiative  Description  

Employee Health and Safety �x Implemented site protocols for sanitizing, cleaning of vehicles and workspaces, social distancing, PPE for staff onsite and daily monitoring of 
employees’ stability and wellness. 

�x All staff working on site are provided PPE, including gloves, masks, disinfectants, face shields, Tyvek suits, goggles, hard hats, and ear plugs, as 
needed. 

Eviction Prevention Program �x Deployed a mass text campaign to nearly 3,000 tenants with cell phone numbers in  our system and developed and deployed outreach packets by 
mail to over 13,000 households who are at the highest risks. 

�x Processed interims to assist renters experiencing financial hardships as a result of COVID-19 (loss or reduction of income). 
�x Developed and deployed a survey to over 2,800 developers to assess their tenants’ needs and assist them.  
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CURRENT WORKFORCE DEMOGRAPHIC DATA  

The Authority has historically adhered to federal guidelines on demographics definitions and categories, which are broader than categories used in the City or recommended by the 

Office of Racial Equity. While remaining compliant with federal demographics data requirements, the  Authority will work to enhance the categories used to be more inclusive and allow 

for consistency and comparability with city departments, as well as peer public housing authorities.  
 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 
 
 
 

Race All Classifications  
Administrative 
Classification s 

Craft/Trades  
Classifications  

Manager /Senior Level 
Classifications  

 Total  % of Total  Total  % of Total  Total  % of Total  Total  % of Total  

Black/African American 53 34% 17 33% 36 34% 11 33% 

Asian 27 17% 16 31% 11 10% 7 21% 

White 13 8% 2 4% 9 8% 3 9% 

Hispanic or Latino 59 37% 11 22% 48 45% 12 37% 

Two or More Races 4 3% 4 8% 2 2% 0 0% 

Native Hawaiian/Pacific Islander 2 1% 1 2% 1 1% 0 0% 

Total  158 100% 51 100% 107 100% 33 100% 

     

Gender All Classifications  
Administrative 
Classification s 

Craft/Trades 
Classifications  

Manager/Senior Level 
Classifications  

 Total  % of Total  Total  % of Total  Total  % of Total  Total  % of Total  

Female 36 23% 29 57% 7 7% 12 36% 

Male 122 77% 22 43% 100 93% 21 64% 

Total  158 100% 51 100% 107 100% 33 100% 
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RESULTS FROM DEPARTMENT ASSESSMENT AND EMPLOYEE SURVEY  

The Authority surveyed all its employees at the end of 2020 to establish a baseline on which to continue our efforts in measuring employee satisfaction and specific input on the areas of 

influence within the seven focus areas contained within this Racial Equity Action Plan. To ensure equity in the distribution of our survey, we provided surveys in English, Spanish, and 

Cantonese, and provided access through both paper forms and electronically. For employees without access to computers as part of their regular job duties, employees were given the 

opportunity to access computers on-site at the Authority’s headquarters and two satellite offices and were given time during the workday to complete the survey.  The survey was open 

for a total of 27 days and reminders were sent out electronically and announced weekly. 

 

A total of 46 employees participated in this survey, representing 29% of the Authority’s workforce. We acknowledge the low participate rate and are committed to designing methods to 

enhance employee participation in future annual surveys. We will continue to assess the results of the survey, prioritize areas to focus on, and develop additional opportunities to engage 

employees, including through supplemental surveys, interviews, and/or focus groups, to better understand employees’ experiences. Below are some key take-aways found in this survey. 

 

�x More than 85% of employees agree that it is important for the Authority to make racial equity a priority in the services the Authority  provides.  

�x Over 60% of respondents would like to be actively involved in promoting racial equity initiatives within the Authority, with more than 47% of employees surveyed believed they 

have the tools needed to address racism within the organization.  

�x By nearly a two-thirds margin (64%), employees felt comfortable discussing race within their department work setting. Overwhelmingly, 89% of respondents felt they had positive 

relationships with colleagues of different races within their department. In contrast, 17% have observed racial tension within their departments while the number increases to 36% 

having observed racial tension within other departments in the Authority .  

�x 57% of respondents believe promotional opportunities are accessible for everyone, regardless of race or ethnicity, and 48% felt they were being compensated fairly.  

�x As it pertains to contracted services, 52% of respondents believe the Authority makes a conscious effort to hire contractors who are racially diverse and 48% believe the 

Authority’s hired contractors have the competency to work with communities of color.  

�x When asked if the Authority’s leadership understood the value and importance of making racial and social equity a priority for San Francisco, more than 65% of respondents 

agreed, and 50% of respondents believe the Housing Authority Board of Commissioners make decisions that reflect this commitment.  

�x Although many respondents say the Authority does well in its existing efforts on engaging communities of color in decision- making (48%), there remain opportunities to improve. 

A common thread continues to be engaging in conversatio ns on racial disparities with the community and, in doing so, erasing the stigma associated with these discussions. 

Increasing communications on these topics and following our policies consistently and transparently are also identified as areas of growth.  
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1. HIRING AND RECRUITMENT 
 

DEPARTMENT GOAL 

The Authority will continue to recruit and hire a diverse  workforce that reflects the communi ty it serves across all classifications and racial equity will be a foregrounding 

and foundational principle.  

 

1.1. Develop a hiring and recruitment policy and procedure that aligns with the Citywide Racial Equity Framework and the Authority’s Racial Equity Action Plan. 

ACTIONS 
RESOURCES 
COMMITTED INDICATORS TIMELINE IMPLEMENTATION PLAN STATUS LEAD 

1.1.1. 
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1.2.6. 
Reject the practice of “degree inflation” 
which exacerbates racial disparities in 
educational and wealth attainment by 
requiring a four -year college degree for jobs 
that previously did not. Be specific about 
the hard and soft skills needed for the role.  

Staff Time An increase in applicants 
with more diverse life, 
education, and professional 
experiences 

2021 Leverage feedback from the Candidate 
Barriers Assessment tool (1.1.1) to prioritize 
which job classifications have high barrier 
minimum qualifications. Review all job 
descriptions for education requirements and 
job duties along with industry standard. 
Revise minimum qualifications accordingly.



 

Housing Authority of the City and County of San Francisco Racial Equity Action Plan 
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1.4.4. 
Adopt a tool to track application progress 
and reach assistance through multiple 
means to reach more job seekers.   

Staff Time Tool created and 
implemented  
 
Number of applicants 
increased 
 
Increased assistance to job 
seekers 

2021 Formalize tracking tool. Develop and 
provide candidates with a guide to 
understand the Civil Service process, 
timelines, and who to contact with 
questions.  

In Progress Human 
Resources 

1.4.5. 
Share and post all job openings internally, 
whenever possible. Abide by department’s 
RE Action Plan goals for accessibility.  

Staff Time Increase opportunities for 
internal part- time and full -
time staff and interns in 
applying for job openings  

2021 The Human Resources department regularly 
informs staff of employment opportunities 
via weekly newsletter and at quarterly Town 
Hall meetings with staff and will evaluate 
effectiveness of communications to ensure 
all staff are aware of promotive 
opportunities.  

In Progress Human 
Resources 

1.4.6. 
Decrease and close lags and long wait times 
in hiring, interviewing, and onboarding 
processes that can cause delays in service 
provision and potential economic harm to 
interested applicants. 

Staff Time Hiring, interviewing, and 
onboarding processes 
standardized 
 
Lag times/wait times  

2021 The Human Resources department tracks 
and follows up weekly for open recruitments 
with candidates and hiring managers to 
ensure a constant flow of activity from start 
to close of each recruitment, and will review 
recruitment tracking data and identify areas 
that can be improve, also leveraging data 



 

Housing Authority of the City and County of San Francisco Racial Equity Action Plan |  



 

Housing Authority of the City and County of San Francisco Racial Equity Action Plan 
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4. DIVERSE AND EQUITABLE LEADERSHIP  
 

DEPARTMENT GOAL 

The Authority is committed to retaining a leadership team that reflects the community it serves, consistently demonstrates cultural competency and promotes inclusion, 

belonging and respect.
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4.1.4. 
Implement a simple process to submit 
anonymous input to senior leadership.  
Develop a plan to respond to such input. 

Staff Time Percentage of staff aware of 
the process 
 

2022 Develop and implement process to collect 
anonymous feedback and to report on and 
respond to feedback. 

Not Started Human 
Resources/ 
Racial Equity  
Team 
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5.1.2. 
Formalize a process for staff to attend 
conferences. Make clear processes and 
protocols for reimbursement, stipends, and 
payments. 

Staff Time Number of attended, 
external conferences 

2022 Identify professional networks and 
organizations hosting conferences by job 
classifications. Develop process and 
protocols and communicate to staff.  

Not Started Human 
Resources/ 
Executive 
Leadership 

5.1.3. 
Offer opportunities for continual and 
extended learning. Include in the annual 
budget. 

Staff Time 
 

Number of staff enrolling 
and completing extended 
learning 
 
Amount dedicated to 
extended learning annually 

2022 The Authority provides education stipends 
and is included in written policies, such as 
the personnel handbook. Additional 
provisions regarding professional 
development are included in both trades 
and administrative collective bargaining 
agreements. The Human Resources and 
Finance departments will review annually 
with budget process. The Human Resources 
department will conduct a survey of 
employee training interest to facilitate 
continual and extended learning. 

In Progress Human 
Resources/ 
Finance 

5.1.4. 
Encourage participation in professional 
development by sharing external 
opportunities that are related to the 
department’s missions and goals. Provide 
financial support for paid opportunities.  

Staff Time Number of staff 
participating in outside 
events or opportunities  

2022 Work with Executive Leadership to identify 
professional networks and organizations 
hosting conferences by job classifications. 
Develop process and protocols and 
communicate to staff. 

Not Started Human 
Resources/ 
Executive 
Leadership 
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5.3.2. 
Incorporate an assessment of staff needs 
into the staff performance evaluation 
process.  

Staff Time  Accommodations discussed 
and recorded during bi -
annual performance 
evaluation process 

2021  Will be addressed as part of review in 5.3.1. In Progress Human 
Resources 

5.3.3. 
Assign spaces for staff to take breaks, be in 
community, acquire resources, and respect 
religious and cultural practices.  

Staff Time 
 
Office Space 

Improvement in overall staff 
mental health, increase in 
staff feedback 

2022 
 
 
 

Ensure kitchen and community rooms are 
maintained and meet the needs of staff. 
Continue practice of celebrations at 
departmental and divisional levels. Ensure 
that celebrations are culturally sensitive and 
inclusive of all employees. Facilitate the 
creation of affinity groups with input from 
the Racial Equity Team. Continue having a 
social events committee and encourage 
participation from all departments within 
the organization and solicit input from staff.  

In Progress Human 
Resources 

5.3.4. 
Assess staff needs outside of the workplace 
are addressed. Understanding that non-
work-related needs contribute to overall 
work quality. Centering the most vulnerable 
individuals.  
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6.1.3. Develop a Racial Equity  Action Plan 
that is updated regularly and available to 
the public. 

Staff Time Racial Equity Action Plan is 
published on department 
website 

2021 Submitted Racial Equity Action Plan and 
posted on Authority website by deadline. 
Ensure that the published plan is widely 
disseminated, including presenting at 
Commission meetings and through 
correspondence with stakeholders. 

In Progress Racial Equity 
Team 
 

6.1.4. 
Regularly report to staff and Commission on 
Racial Equity  Action Plan updates. 

Staff Time Racial Equity Action Plan is 
published on department 
website and incorporated in 
communications and 
meetings with staff and 
Commission 

2021 Reported Racial Equity Action Plan updates 
to staff  at quarterly Town Halls and through 
weekly newsletters. The Authority wil l 
present published plan to Commission in 
next meeting (January 2021). 

Completed Human 
Resources/ 
Racial Equity 
Team 

6.1.5. 
Support and provide spaces for affinity 
groups, prioritizing historically marginalized 
peoples. 

Staff Time 
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6.3. Improve both physical and digital spaces to meet or exceed accessibility standards. 

ACTIONS 
RESOURCES 
COMMITTED INDICATORS TIMELINE IMPLEMENTATION STATUS LEAD 

6.3.1. 
Create an accessibility protocol that is 
utilized across all events, communications, 
and Authority  functions.  

Staff Time Protocol distributed 
internally and with any 
outward-facing interactions 

2020 Developed an accessibility protocol and 
incorporated in written policies and 
standard operating procedures, in 
adherence with federal regulations. 

Completed Legal Affairs and 
Policy/  
Executive 
Leadership  
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6.4.2. 
Find opportunities to invest into and 
support the communities the Authority  
serves. 

Staff Time Community will have an 
impact on all activities 

2020 The Authority is continuously identifying 
opportunities to supports its residents  and 
will included in the annual report. 

In Progress Racial Equity 
Team/Executive 
Leadership 
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7.1.3.  
Reserve Commission seats or create an 
advisory board as a means to diversity 
participation.   

Staff Time Number of policies passed 
with racial equity lens  

2021 Assess current requirements and 
prohibitions regarding individuals who can 
serve on the Commission. 

Not Started Legal Affairs and 
Policy 

7.1.4. 
Adopt Office of Racial Equity assessment 
tools to inform decision -making of 
Commission. 

Staff Time Number of policies passed 
with racial equity lens  
 
Budget equity completed  

2021 Present to Commission for review and 
adoption. 

Not Started Legal Affairs and 
Policy 

7.2. Safeguard members so they naturally feel welcomed and valued, not tokenized. 

ACTIONS 
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7.2.3. 
Develop a mentorship program between 
newer and more experienced Commission 
members. 

Staff Time Increased Commission 
retention  
 
Member experience 
satisfaction survey 

2022 Develop proposal to present to 
Commission. The Authority supports 
developing a mentorship program between 
newer and more experienced Commission 
members. 

Not Started Legal Affairs and 
Policy 

 

Appendix 
 

Vulnerable Populations Served  

The Authority serves only vulnerable populations. At the core of its work, the Authority serves those who are low and very low income (a determining factor in participating in the 

Authority’s programs). Of the population served, a high percentage of participants are of color, seniors and older adults, and youth and families.  

 

Vulnerable Populations Engagement Assessment  

Submitted to the Office of Racial Equity in July 2020.  
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