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OASAS and Long Island Youth Safety Coalition Presents PACT360 Train-the-Trainer 


Free Training Opportunity


Alcohol and other drug use continue to be a growing problem, particularly among youth and young adults.  Underage drinking remains the biggest substance use problem in New York state, including Long Island. To address this serious issue, the New York state Office of Alcoholism and Substance Abuse Services (OASAS), along with the Partnership for a Drug-Free America, Nassau and Suffolk District Attorney’s Office, and local law enforcement will educate and train the professionals and community partners on Long Island who have direct contact with parents. 





This free training is sponsored by OASAS, Office of Juvenile Justice and Delinquency Prevention Enforcing the Underage Drinking Law Project.  





Training Description: 


PACT360 (Police and Communities Together) is a law enforcement-led community education system comprised of components for parents and teens.  � HYPERLINK "http://www.drugfree.org/Portal/articles/parents" ��Parents360� – “Parents: You Matter” is designed to help parents of teens/tweens understand why kids use drugs and alcohol, what parents can do to protect their children, how to communicate with their kids, monitor their activities, spot drug/alcohol use, and what a parent should do when they find a problem. � HYPERLINK "http://www.drugfree.org/wreckED" ��Youth360� – “wreckED” is designed to educate youth about substance abuse through an engaging presentation meant to challenge their behavior toward alcohol and other drugs.  


The Partnership will present their new PACT360 education program to the audience who will serve as train-the-trainers, with a specific focus on delivering a heroin and the Rx connection module and underage drinking module that reflects a regional perspective.  The programs are designed to be co-delivered by a range of community partners such as coalition leaders, local law enforcement, prevention and treatment professionals, as well as educators and health care professionals.


 


Working lunch to include a special presentation on cyberbullying.





Date and Time: 						Location: 	


Tuesday, May 18, 2010					�HYPERLINK "http://www.molloy.edu/directions.asp"�Molloy College� (please click for directions)


11:00 a.m. to 4:00 p.m.					Auditorium


Registration begins at 10:00 a.m.				7180 Republic Airport, East Farmingdale, NY 11735								Phones (631) 755-5509/5510  


Continental breakfast and lunch is included.			


								 


RSVP: Note: Seats are limited, so register early.  CASAC/CPP certificates are available.





Please confirm your attendance by May 7 and send registrations by fax to the attention of Filomena Bassotti,   518-485-9480. For questions about the training, please contact Long Island Field Office Coordinator, Lisa Lite-Rottmann by email: �HYPERLINK "mailto:lisaliterottmann@oasas.state.ny.us"�lisaliterottmann@oasas.state.ny.us�; or calling (631) 434-7263. 


I am interested in participating in the training on Tuesday, May 18, 2010.





Name________________________________________ 	E-mail: ________________________


Affiliation_________________________________________________	Phone:________________________________


Please note any special accommodations or dietary needs: ___________________________________








Mission





OASAS is committed to building and maintaining a diverse workforce and maximizing the contributions of all of its employees.  This will benefit the agency and will enhance the quality of care for the diverse client populations served by OASAS programs.





The Affirmative Action Office (AAO) will examine, evaluate and make recommendations to the Commissioner concerning ways to increase the number of minority workers, including persons with disabilities and other diverse characteristics, and will strive to ensure that employees reflect the diverse cultural backgrounds, beliefs, and abilities that exist in the larger population of New York State.  





Definition of Diversity





Diversity encompasses a wide array of group differences including, but not limited to age, ethnicity, culture, religion, sexual orientation/lifestyles, class, individuals with disabilities and veterans.  A diverse workforce brings varied characteristics, backgrounds, interests and points of view.  Primary dimensions of diversity include general human categories such as age, ethnic heritage, gender, mental/physical abilities, race and sexual orientation.  Secondary dimensions include specific subcategories that further define an individual such as education, geographic location, work experience, income, religion, and family, etc.  





The Business Case for Diversity and Cultural Competence in OASAS and the Substance Abuse Field





A 2002 report from the Institute of Medicine (IOM), Unequal Treatment, found that racial and ethnic minorities in the Unities States generally receive inferior health care and have worse health outcomes than Caucasians.  Since then, there have several efforts to understand and address health disparities and respond to Congress’ goal of reducing these inequities by 2010.  These efforts however are unlikely to succeed if improvements in culturally sensitive substance abuse prevention and treatment are not achieved.  For all Americans, not just racial and ethnic minorities, alcohol drug and gambling problems are some of the most damaging, difficult, and expensive health problems facing the country today. 





The following strategic steps are both fundamental and basic to starting a diversity initiative (SHRM, June 2, 2004):





Executive commitment


Defining the desired outcomes


Organizational climate, needs and issues assessment


Open channels of communication with employees at the launch of the diversity initiative and throughout the process


A diversity task force


A mechanism for dealing with systemic changes and procedural problems


Evaluation and measurement of each component of the diversity initiative (training, taskforce, mentoring initiative, employee networks, etc.)


Integration and accountability




















The AAO, in consultation with the State Department of Civil Service, OASAS’ Bureau of Human Resources, Legal and other Bureaus within OASAS will:





Recommend ways in which to increase the number of minority workers, including persons with disabilities and other diverse characteristics, employed by OASAS,


Study how to diversify the workforce in OASAS during the replacement of the existing workforce as it ages out and retires;


Review the diversity hiring practices of other State and federal government agencies, and recommend the best outcome practices;


Review and recommend changes to the existing hiring and promotion practices that will help diversify the workers in OASAS at all levels of service;


Review and recommend the means by which to best provide information to potential candidate pools for, and applicants applying for positions within OASAS; and,


Review and recommend procedures that OASAS should take to develop and promote the participation of minority and state employees with disabling conditions in career development programs.  








Role of Managers and Supervisors





Bureau Heads and supervisors have an important role to play in ensuring equality/diversity throughout the organization.  Managers have a particular responsibility to foster and advocate respect for differences where appropriate.  All staff will have appropriate diversity training to increase their awareness and sensitivity to cultural competence.








Goal I:


OASAS will foster a work environment that respects differences and encourages inclusiveness.








OBJECTIVE 1: Establish institutional expectations for the support of diversity throughout the fabric of the agency and its mission.








Target 1:  Review and report on the Agency’s policy statements and strategic plan relating to the hiring and promotional practices of OASAS.





Progress to Date:  Policy review of Affirmative Action policies by the Affirmative Action Advisory Committee is underway.





Collaboration Team:  Affirmative Action Office (AAO), Affirmative Action Advisory Committee (AAAC), with input from the Bureau of Human Resources (BHR), OMSI and Legal





Measure:  By 1/31/10 the AAO will provide a report to the OASAS Executive Team with changes and modifications to agency policies and strategic planning process.








Target 2:  Highlight institutional expectations for diversity by the approval of a “zero tolerance” of discriminatory practices statement from the OASAS Commissioner.





Progress to Date:  Pending development





Collaboration Team:  AAO, Legal & signoff by Commissioner 





Measure:  Issuance of Statement to OASAS staff and website by 12/1/09








OBJECTIVE 2:  Initiate programs and activities that enhance cultural awareness for the entire Agency, creating opportunities for Agency education, constructive dialogue and reflection on diversity.








Target 1:  Develop a recognition and certificate program for staff who has contributed to the advancement of diversity at OASAS.





Progress to Date:  AAO assessing program selection criteria e.g. running/participating in video/discussion groups, coordinating special events, etc.





Collaboration Team:  AAO, AAAC, BHR





Measure:  Recommendations presented, adopted and communicated by 12/31/09








Target 2:  Schedule three annual forums, webinars or workshops for staff covering topics to include: Career Mobility, the Merit System, Cultural Competence, etc.





Progress to Date:  The Career Mobility Subcommittee is determining format and presenter of the first presentation.





Collaboration Team:  AAO and AAAC





Measure:  Evaluation form review by committee and published to the ET to commence January, 2010 and completed (for the year) December, 2010.








Target 3:  Work with Communications to publish to our website a comprehensive annual diversity calendar of events, celebrations, historic dates and holidays.





Progress to Date:  None





Collaboration Team:  AAO, AAAC, and Communications 





Measure:  Calendar published 4/1/10








Target 4:  Implement a monthly communication to OASAS staff providing an update on diversity events, tips and learnings.





Progress to Date:  Commenced April, 2009 to date





Collaboration Team:  AAO





Measure:  Monthly edition of the Diversity Watch








OBJECTIVE 3:  Conduct a diversity audit to monitor progress toward creating an inclusive environment, publicizing all data and findings and comparing results to baseline data to make additional recommendations.





Target 1:  Develop, distribute and analyze a survey instrument that captures the five elements of the National Center for Cultural Competence (NCCC) conceptual model of achieving cultural competence requiring organizations and their personnel have the capacity to: (1) value diversity, (2) conduct self-assessment, (3) manage the dynamics of difference, (4) acquire and institutionalize cultural knowledge, and (5) adapt to the diversity and cultural contexts of individuals and communities served.





Progress to Date:  Team assembled to explore survey examples and questions





Collaboration Team:  AAO, AAAC, OMSI, Talent Management Metric Team (TMMT), with assistance from IT





Measure:  Survey developed and approved by Talent Management Metric Team by 12/31/10; distributed to staff by 2/15/10; data compiled by 3/31/10 and report to the ET by 6/30/10.











Goal II:


Ensure OASAS’ workforce is diverse and inclusive of all groups at all grade levels by recruiting and developing individuals consistent with the representation in the state population and within the customer base OASAS serves.








OBJECTIVE 4:  Increase minority representation as stated in the preferential hiring goals of the agency as set forth by the NYS Department of Civil Service.  





Target 1:  Explore alternative methods to improve representation of minority candidates on hiring lists.





Progress to Date:  None





Collaboration Team:  AAO, BHR, and NYS Department of Civil Service (DCS)





Measure:  Report on alternative methods to the ET by 6/30/10








Target 2:  Analyze exit interview forms and other less formal feedback mechanisms.





Progress to Date:  Ongoing





Collaboration Team:  AAO and BHR





Measure:  Report results from the analysis to the ET by 3/31/10








Target 3:  Collaborate with existing mentoring program to aid in the development of diverse staff.





Progress to Date:  Commencing soon.





Collaboration Team:  AAO, Talent Pool, and TMMT





Measure:  Annual review of mentoring participants.








OBJECTIVE 5:  Fully implement and build upon the current cultural competency training curriculum developed by the OASAS training Unit.  








Target 1:  Recruit a state-wide cadre of trainers to present the Cultural Competency workshops to OASAS and Provider staffs as well as other state agencies





Progress to Date: Downstate team established, awaiting the Training of Trainers workshop 12/1-3, 2009





Collaboration Team:  AAO, OASAS Training Unit, NYS AAAC, Diversity Workgroup





Measure:  Cadre developed, trained and providing services, while monitored for effectiveness by the OASAS Training Unit to be completed state-wide by 12/31/10.








Target 2:  Develop the remaining training components on Knowledge, Skills, Change Agent and Geographic Specific integrating LGBT issues into each module.


 


Progress to Date:  Exploration stage commenced





Collaboration Team:  AAO, Diversity Metric Workgroup and Talent Management Team





Measure:  Annual review and assessment of training efforts—development will take a two year period to complete.






































Diversity Plan Deliverables/Timelines





Goal I:


OASAS will foster a work environment that respects 


differences and encourages inclusiveness.








OBJECTIVE 1: Establish institutional expectations 


for the support of diversity throughout the fabric of 


the agency and its mission.


						DUE DATE


Target 1:  Review and report on the Agency’s policy 


statements and strategic plan relating to the hiring and 


promotional practices of OASAS.





By 1/31/10 the AAO will provide a report to the OASAS			1/31/10


Executive Team with changes and modifications to agency 


policies and strategic planning process.





Target 2:  Zero tolerance policy statement by KCP				12/1/09








OBJECTIVE 2:  Initiate programs and activities that 


enhance cultural awareness for the entire Agency, creating 


opportunities for Agency education, constructive dialogue 


and reflection on diversity.





Target 1:  Develop a recognition and certificate program for staff 


who has contributed to the advancement of diversity at OASAS.





Recommendations presented, adopted and communicated 	 		12/31/09





Target 2:  Schedule three annual forums, webinars or workshops 


for staff covering topics to include: Career Mobility, the Merit 


System, Cultural Competence, etc





Evaluation form review by committee and published to the ET to 		12/16/09 -commence January, 2010 and completed (for the year) December,	  	12/31/10


2010.	(1st workshop: Office of Career Mobility—‘Merit System’ 


  In Albany 12/16/09; in NYC 1/19/10; at ATCs pending)





Target 3:  Work with Communications to publish to our website 


a comprehensive annual diversity calendar of events, celebrations, 


historic dates and holidays.





Calendar published 								 4/1/10





Target 4:  Implement a monthly communication to OASAS 


staff providing an update on diversity events, tips and learnings.





Monthly edition of DiversityWatch commenced 				 4/1/09 





OBJECTIVE 3:  Conduct a diversity audit to monitor 


progress toward creating an inclusive environment, 


publicizing all data and findings and comparing results 


to baseline data to make additional recommendations.





Target 1:  Develop, distribute and analyze a survey instrument that 


captures the five elements of the National Center for Cultural 


Competence (NCCC) conceptual model of achieving cultural 


competence requiring organizations and their personnel have the 


capacity to: (1) value diversity, (2) conduct self-assessment, 


(3) manage the dynamics of difference, (4) acquire and institutionalize 


cultural knowledge, and (5) adapt to the diversity and cultural contexts 


ofindividuals and communities served.





Survey developed and approved by Talent Management Metric Team 	12/31/10 Survey distributed to staff  							  2/15/10


Survey data compiled 								  3/31/10 


 Report to the Executive Team 						  6/30/10








Goal II:


Ensure OASAS’ workforce is diverse and inclusive of all groups


 at all grade levels by recruiting and developing individuals 


consistent with the representation in the state population and 


within the customer base OASAS serves.





OBJECTIVE 4:  Increase minority representation as stated 


in the preferential hiring goals of the agency as set forth by 


the NYS Department of Civil Service.  





Target 1:  Explore alternative methods to improve representation 


of minority candidates on hiring lists.





Report on alternative methods to the ET 					 6/30/10





Target 2:  Analyze exit interview forms and other less formal 


feedback mechanisms.





Report results from the analysis to the ET 					 3/31/10





Target 3:  Collaborate with existing mentoring program to aid 


in the development of diverse staff.





Review of mentoring participants.						Annually





OBJECTIVE 5:  Fully implement and build upon the current 


cultural competency training curriculum developed by the 


OASAS Training Unit.  








Target 1:  Recruit a state-wide cadre of trainers to present 


the Cultural Competency workshops to OASAS and Provider 


staffs as well as other state agencies





Cadre developed, trained and providing services, while 


monitored for effectiveness by the OASAS Training Unit to 


be completed state-wide  							12/31/10





Target 2:  Develop the remaining training components on 


Knowledge, Skills, Change Agent and Geographic Specific 


integrating LGBT issues into each module.





Annual review and assessment of training efforts—				Annual Review


(development will take a two year period to complete)








Implementation Responsibilities





The Affirmative Action Office (AAO) will have primary responsibility for the implementation of this Plan.  In order to implement this Plan, commitment and accountability from all levels of the organization is required.  The AAO will coordinate and implement the OASAS Diversity Plan, and will ensure compliance with diversity policies.





The AAO, in consultation with the State Department of Civil Service, OASAS’ Bureau of Human Resources, Legal and other Bureaus within OASAS will:





Recommend ways in which to increase the number of minority workers, including persons with disabilities and other diverse characteristics, employed by OASAS,


Study how to diversify the workforce in OASAS during the replacement of the existing workforce as it ages out and retires;


Review the diversity hiring practices of other State and federal government agencies, and recommend the best outcome practices;


Review and recommend changes to the existing hiring and promotion practices that will help diversify the workers in OASAS at all levels of service;


Review and recommend the means by which to best provide information to potential candidate pools for, and applicants applying for positions within OASAS; and,


Review and recommend procedures that OASAS should take to develop and promote the participation of minority and state employees with disabling conditions in career development programs.  





Role of Managers and Supervisors





Bureau Heads and supervisors have an important role to play in ensuring equality/diversity throughout the organization.  Managers have a particular responsibility to foster and advocate respect for differences where appropriate.  All staff will have appropriate diversity training to increase their awareness and sensitivity to cultural competence.





Goal I:�


OASAS will foster a work environment that respects differences and encourages inclusiveness.





OBJECTIVE 1: Establish institutional expectations for the support of diversity throughout the fabric of the agency and its mission.�


Target 1:  Review and report on the Agency’s policy statements and strategic plan relating to the hiring and promotional practices of OASAS.





Progress to Date:  Policy review of Affirmative Action policies by the Affirmative Action Advisory Committee is underway.





Collaboration Team:  Affirmative Action Office (AAO), Affirmative Action Advisory Committee (AAAC), with input from the Bureau of Human Resources (BHR), OMSI and Legal

















Target 2:  Highlight institutional expectations for diversity by the approval of a “zero tolerance” of discriminatory practices statement from the OASAS Commissioner.





Progress to Date:  Pending development





Collaboration Team:  AAO, Legal & signoff by Commissioner 





Measure:  Issuance of Statement to OASAS staff and website by 12/1/09








OBJECTIVE 2:  Initiate programs and activities that enhance cultural awareness for the entire Agency, creating opportunities for Agency education, constructive dialogue and reflection on diversity.








Target 1:  Develop a recognition and certificate program for staff who has contributed to the advancement of diversity at OASAS.





Progress to Date:  AAO assessing program selection criteria e.g. running/participating in video/discussion groups, coordinating special events, etc.





Collaboration Team:  AAO, AAAC, BHR





Measure:  Recommendations presented, adopted and communicated by 12/31/09








Target 2:  Schedule three annual forums, webinars or workshops for staff covering topics to include: Career Mobility, the Merit System, Cultural Competence, etc.





Progress to Date:  The Career Mobility Subcommittee is determining format and presenter of the first presentation.





Collaboration Team:  AAO and AAAC





Measure:  Evaluation form review by committee and published to the ET to commence January, 2010 and completed (for the year) December, 2010.








Target 3:  Work with Communications to publish to our website a comprehensive annual diversity calendar of events, celebrations, historic dates and holidays.





Progress to Date:  None





Collaboration Team:  AAO, AAAC, and Communications 





Measure:  Calendar published 4/1/10








Target 4:  Implement a monthly communication to OASAS staff providing an update on diversity events, tips and learnings.





Progress to Date:  Commenced April, 2009 to date





Collaboration Team:  AAO





Measure:  Monthly edition of the Diversity Watch








OBJECTIVE 3:  Conduct a diversity audit to monitor progress toward creating an inclusive environment, publicizing all data and findings and comparing results to baseline data to make additional recommendations.





Target 1:  Develop, distribute and analyze a survey instrument that captures the five elements of the National Center for Cultural Competence (NCCC) conceptual model of achieving cultural competence requiring organizations and their personnel have the capacity to: (1) value diversity, (2) conduct self-assessment, (3) manage the dynamics of difference, (4) acquire and institutionalize cultural knowledge, and (5) adapt to the diversity and cultural contexts of individuals and communities served.





Progress to Date:  Team assembled to explore survey examples and questions





Collaboration Team:  AAO, AAAC, OMSI, Talent Management Metric Team (TMMT), with assistance from IT





Measure:  Survey developed and approved by Talent Management Metric Team by 12/31/10; distributed to staff by 2/15/10; data compiled by 3/31/10 and report to the ET by 6/30/10.











Goal II:


Ensure OASAS’ workforce is diverse and inclusive of all groups at all grade levels by recruiting and developing individuals consistent with the representation in the state population and within the customer base OASAS serves.








OBJECTIVE 4:  Increase minority representation as stated in the preferential hiring goals of the agency as set forth by the NYS Department of Civil Service.  





Target 1:  Explore alternative methods to improve representation of minority candidates on hiring lists.





Progress to Date:  None





Collaboration Team:  AAO, BHR, and NYS Department of Civil Service (DCS)





Measure:  Report on alternative methods to the ET by 6/30/10








Target 2:  Analyze exit interview forms and other less formal feedback mechanisms.





Progress to Date:  Ongoing





Collaboration Team:  AAO and BHR





Measure:  Report results from the analysis to the ET by 3/31/10








Target 3:  Collaborate with existing mentoring program to aid in the development of diverse staff.





Progress to Date:  Commencing soon.





Collaboration Team:  AAO, Talent Pool, and TMMT





Measure:  Annual review of mentoring participants.








OBJECTIVE 5:  Fully implement and build upon the current cultural competency training curriculum developed by the OASAS training Unit.  








Target 1:  Recruit a state-wide cadre of trainers to present the Cultural Competency workshops to OASAS and Provider staffs as well as other state agencies





Progress to Date: Downstate team established, awaiting the Training of Trainers workshop 12/1-3, 2009





Collaboration Team:  AAO, OASAS Training Unit, NYS AAAC, Diversity Workgroup





Measure:  Cadre developed, trained and providing services, while monitored for effectiveness by the OASAS Training Unit to be completed state-wide by 12/31/10.








Target 2:  Develop the remaining training components on Knowledge, Skills, Change Agent and Geographic Specific integrating LGBT issues into each module.


 


Progress to Date:  Exploration stage commenced





Collaboration Team:  AAO, Diversity Metric Workgroup and Talent Management Team





Measure:  Annual review and assessment of training efforts—development will take a two year period to complete.






































Diversity Plan Deliverables/Timelines





Goal I:


OASAS will foster a work environment that respects 


differences and encourages inclusiveness.








OBJECTIVE 1: Establish institutional expectations 


for the support of diversity throughout the fabric of 


the agency and its mission.


						DUE DATE


Target 1:  Review and report on the Agency’s policy 


statements and strategic plan relating to the hiring and 


promotional practices of OASAS.





By 1/31/10 the AAO will provide a report to the OASAS			1/31/10


Executive Team with changes and modifications to agency 


policies and strategic planning process.





Target 2:  Zero tolerance policy statement by KCP				12/1/09








OBJECTIVE 2:  Initiate programs and activities that 


enhance cultural awareness for the entire Agency, creating 


opportunities for Agency education, constructive dialogue 


and reflection on diversity.





Target 1:  Develop a recognition and certificate program for staff 


who has contributed to the advancement of diversity at OASAS.





Recommendations presented, adopted and communicated 	 		12/31/09





Target 2:  Schedule three annual forums, webinars or workshops 


for staff covering topics to include: Career Mobility, the Merit 


System, Cultural Competence, etc





Evaluation form review by committee and published to the ET to 		12/16/09 -commence January, 2010 and completed (for the year) December,	  	12/31/10


2010.	(1st workshop: Office of Career Mobility—‘Merit System’ 


  In Albany 12/16/09; in NYC 1/19/10; at ATCs pending)





Target 3:  Work with Communications to publish to our website 


a comprehensive annual diversity calendar of events, celebrations, 


historic dates and holidays.





Calendar published 								 4/1/10





Target 4:  Implement a monthly communication to OASAS 


staff providing an update on diversity events, tips and learnings.





Monthly edition of DiversityWatch commenced 				 4/1/09 





OBJECTIVE 3:  Conduct a diversity audit to monitor 


progress toward creating an inclusive environment, 


publicizing all data and findings and comparing results 


to baseline data to make additional recommendations.





Target 1:  Develop, distribute and analyze a survey instrument that 


captures the five elements of the National Center for Cultural 


Competence (NCCC) conceptual model of achieving cultural 


competence requiring organizations and their personnel have the 


capacity to: (1) value diversity, (2) conduct self-assessment, 


(3) manage the dynamics of difference, (4) acquire and institutionalize 


cultural knowledge, and (5) adapt to the diversity and cultural contexts 


ofindividuals and communities served.





Survey developed and approved by Talent Management Metric Team 	12/31/10 Survey distributed to staff  							  2/15/10


Survey data compiled 								  3/31/10 


 Report to the Executive Team 						  6/30/10








Goal II:


Ensure OASAS’ workforce is diverse and inclusive of all groups


 at all grade levels by recruiting and developing individuals 


consistent with the representation in the state population and 


within the customer base OASAS serves.





OBJECTIVE 4:  Increase minority representation as stated 


in the preferential hiring goals of the agency as set forth by 


the NYS Department of Civil Service.  





Target 1:  Explore alternative methods to improve representation 


of minority candidates on hiring lists.





Report on alternative methods to the ET 					 6/30/10





Target 2:  Analyze exit interview forms and other less formal 


feedback mechanisms.





Report results from the analysis to the ET 					 3/31/10





Target 3:  Collaborate with existing mentoring program to aid 


in the development of diverse staff.





Review of mentoring participants.						Annually





OBJECTIVE 5:  Fully implement and build upon the current 


cultural competency training curriculum developed by the 


OASAS Training Unit.  








Target 1:  Recruit a state-wide cadre of trainers to present 


the Cultural Competency workshops to OASAS and Provider 


staffs as well as other state agencies





Cadre developed, trained and providing services, while 


monitored for effectiveness by the OASAS Training Unit to 


be completed state-wide  							12/31/10





Target 2:  Develop the remaining training components on 


Knowledge, Skills, Change Agent and Geographic Specific 


integrating LGBT issues into each module.





Annual review and assessment of training efforts—				Annual Review


(development will take a two year period to complete)








Measure:  By 1/31/10 the AAO will provide a report to the OASAS Executive Team with changes and modifications to agency policies and strategic planning process.�


Target 2:  Highlight institutional expectations for diversity by the approval of a “zero tolerance” of discriminatory practices statement from the OASAS Commissioner.





Progress to Date:  Pending development





Collaboration Team:  AAO, Legal & signoff by Commissioner 





Measure:  Issuance of Statement to OASAS staff and website by 12/1/09





OBJECTIVE 2:  Initiate programs and activities that enhance cultural awareness for the entire Agency, creating opportunities for Agency education, constructive dialogue and reflection on diversity.





Target 1:  Develop a recognition and certificate program for staff who has contributed to the advancement of diversity at OASAS.





Progress to Date:  AAO assessing program selection criteria e.g. running/participating in video/discussion groups, coordinating special events, etc.





Collaboration Team:  AAO, AAAC, BHR





Measure:  Recommendations presented, adopted and communicated by 12/31/09





Target 2:  Schedule three annual forums, webinars or workshops for staff covering topics to include: Career Mobility, the Merit System, Cultural Competence, etc.





Progress to Date:  The Career Mobility Subcommittee is determining format and presenter of the first presentation.





Collaboration Team:  AAO and AAAC





Measure:  Evaluation form review by committee and published to the ET to commence January, 2010 and completed (for the year) December, 2010.





Target 3:  Work with Communications to publish to our website a comprehensive annual diversity calendar of events, celebrations, historic dates and holidays.





Progress to Date:  None�


Collaboration Team:  AAO, AAAC and Communications 





Measure:  Calendar published 4/1/10























Progress to Date:  Commenced April, 2009 to date





Collaboration Team:  AAO





Measure:  Monthly edition of the Diversity Watch








OBJECTIVE 3:  Conduct a diversity audit to monitor progress toward creating an inclusive environment, publicizing all data and findings and comparing results to baseline data to make additional recommendations.





Target 1:  Develop, distribute and analyze a survey instrument that captures the five elements of the National Center for Cultural Competence (NCCC) conceptual model of achieving cultural competence requiring organizations and their personnel have the capacity to: (1) value diversity, (2) conduct self-assessment, (3) manage the dynamics of difference, (4) acquire and institutionalize cultural knowledge, and (5) adapt to the diversity and cultural contexts of individuals and communities served.





Progress to Date:  Team assembled to explore survey examples and questions





Collaboration Team:  AAO, AAAC, OMSI, Talent Management Metric Team (TMMT), with assistance from IT





Measure:  Survey developed and approved by Talent Management Metric Team by 12/31/10; distributed to staff by 2/15/10; data compiled by 3/31/10 and report to the ET by 6/30/10.











Goal II:


Ensure OASAS’ workforce is diverse and inclusive of all groups at all grade levels by recruiting and developing individuals consistent with the representation in the state population and within the customer base OASAS serves.








OBJECTIVE 4:  Increase minority representation as stated in the preferential hiring goals of the agency as set forth by the NYS Department of Civil Service.  





Target 1:  Explore alternative methods to improve representation of minority candidates on hiring lists.





Progress to Date:  None





Collaboration Team:  AAO, BHR, and NYS Department of Civil Service (DCS)





Measure:  Report on alternative methods to the ET by 6/30/10








Target 2:  Analyze exit interview forms and other less formal feedback mechanisms.





Progress to Date:  Ongoing





Collaboration Team:  AAO and BHR





Measure:  Report results from the analysis to the ET by 3/31/10








Target 3:  Collaborate with existing mentoring program to aid in the development of diverse staff.





Progress to Date:  Commencing soon.





Collaboration Team:  AAO, Talent Pool, and TMMT





Measure:  Annual review of mentoring participants.








OBJECTIVE 5:  Fully implement and build upon the current cultural competency training curriculum developed by the OASAS training Unit.  








Target 1:  Recruit a state-wide cadre of trainers to present the Cultural Competency workshops to OASAS and Provider staffs as well as other state agencies





Progress to Date: Downstate team established, awaiting the Training of Trainers workshop 12/1-3, 2009





Collaboration Team:  AAO, OASAS Training Unit, NYS AAAC, Diversity Workgroup





Measure:  Cadre developed, trained and providing services, while monitored for effectiveness by the OASAS Training Unit to be completed state-wide by 12/31/10.








Target 2:  Develop the remaining training components on Knowledge, Skills, Change Agent and Geographic Specific integrating LGBT issues into each module.


 


Progress to Date:  Exploration stage commenced





Collaboration Team:  AAO, Diversity Metric Workgroup and Talent Management Team





Measure:  Annual review and assessment of training efforts—development will take a two year period to complete.






































Diversity Plan Deliverables/Timelines





Goal I:


OASAS will foster a work environment that respects 


differences and encourages inclusiveness.








OBJECTIVE 1: Establish institutional expectations 


for the support of diversity throughout the fabric of 


the agency and its mission.


						DUE DATE


Target 1:  Review and report on the Agency’s policy 


statements and strategic plan relating to the hiring and 


promotional practices of OASAS.





By 1/31/10 the AAO will provide a report to the OASAS			1/31/10


Executive Team with changes and modifications to agency 


policies and strategic planning process.





Target 2:  Zero tolerance policy statement by KCP				12/1/09








OBJECTIVE 2:  Initiate programs and activities that 


enhance cultural awareness for the entire Agency, creating 


opportunities for Agency education, constructive dialogue 


and reflection on diversity.





Target 1:  Develop a recognition and certificate program for staff 


who has contributed to the advancement of diversity at OASAS.





Recommendations presented, adopted and communicated 	 		12/31/09





Target 2:  Schedule three annual forums, webinars or workshops 


for staff covering topics to include: Career Mobility, the Merit 


System, Cultural Competence, etc





Evaluation form review by committee and published to the ET to 		12/16/09 -commence January, 2010 and completed (for the year) December,	  	12/31/10


2010.	(1st workshop: Office of Career Mobility—‘Merit System’ 


  In Albany 12/16/09; in NYC 1/19/10; at ATCs pending)





Target 3:  Work with Communications to publish to our website 


a comprehensive annual diversity calendar of events, celebrations, 


historic dates and holidays.





Calendar published 								 4/1/10





Target 4:  Implement a monthly communication to OASAS 


staff providing an update on diversity events, tips and learnings.





Monthly edition of DiversityWatch commenced 				 4/1/09 





OBJECTIVE 3:  Conduct a diversity audit to monitor 


progress toward creating an inclusive environment, 


publicizing all data and findings and comparing results 


to baseline data to make additional recommendations.





Target 1:  Develop, distribute and analyze a survey instrument that 


captures the five elements of the National Center for Cultural 


Competence (NCCC) conceptual model of achieving cultural 


competence requiring organizations and their personnel have the 


capacity to: (1) value diversity, (2) conduct self-assessment, 


(3) manage the dynamics of difference, (4) acquire and institutionalize 


cultural knowledge, and (5) adapt to the diversity and cultural contexts 


ofindividuals and communities served.





Survey developed and approved by Talent Management Metric Team 	12/31/10 Survey distributed to staff  							  2/15/10


Survey data compiled 								  3/31/10 


 Report to the Executive Team 						  6/30/10








Goal II:


Ensure OASAS’ workforce is diverse and inclusive of all groups


 at all grade levels by recruiting and developing individuals 


consistent with the representation in the state population and 


within the customer base OASAS serves.





OBJECTIVE 4:  Increase minority representation as stated 


in the preferential hiring goals of the agency as set forth by 


the NYS Department of Civil Service.  





Target 1:  Explore alternative methods to improve representation 


of minority candidates on hiring lists.





Report on alternative methods to the ET 					 6/30/10





Target 2:  Analyze exit interview forms and other less formal 


feedback mechanisms.





Report results from the analysis to the ET 					 3/31/10





Target 3:  Collaborate with existing mentoring program to aid 


in the development of diverse staff.





Review of mentoring participants.						Annually





OBJECTIVE 5:  Fully implement and build upon the current 


cultural competency training curriculum developed by the 


OASAS Training Unit.  








Target 1:  Recruit a state-wide cadre of trainers to present 


the Cultural Competency workshops to OASAS and Provider 


staffs as well as other state agencies





Cadre developed, trained and providing services, while 


monitored for effectiveness by the OASAS Training Unit to 


be completed state-wide  							12/31/10





Target 2:  Develop the remaining training components on 


Knowledge, Skills, Change Agent and Geographic Specific 


integrating LGBT issues into each module.





Annual review and assessment of training efforts—				Annual Review


(development will take a two year period to complete)








Target 4:  Implement a monthly communication to OASAS staff providing an update on diversity events, tips and learnings.


�Progress to Date:  Commenced April 2009 to date





Collaboration Team:  AAO, AAAC, and Communications 





Measure:  Calendar published 4/1/10





Target 4:  Implement a monthly communication to OASAS staff providing an update on diversity events, tips and learnings.





Progress to Date:  Commenced April, 2009 to date





Collaboration Team:  AAO





Measure:  Monthly edition of the Diversity Watch





OBJECTIVE 3:  Conduct a diversity audit to monitor progress toward creating an inclusive environment, publicizing all data and findings and comparing results to baseline data to make additional recommendations.





Target 1:  Develop, distribute and analyze a survey instrument that captures the five elements of the National Center for Cultural Competence (NCCC) conceptual model of achieving cultural competence requiring organizations and their personnel have the capacity to: (1) value diversity, (2) conduct self-assessment, (3) manage the dynamics of difference, (4) acquire and institutionalize cultural knowledge, and (5) adapt to the diversity and cultural contexts of individuals and communities served.





Progress to Date:  Team assembled to explore survey examples and questions





Collaboration Team:  AAO, AAAC, OMSI, Talent Management Metric Team (TMMT), with IT assistance





Measure:  Survey developed and approved by Talent Management Metric Team by 12/31/10; distributed to staff by 2/15/10; data compiled by 3/31/10 and report to the ET by 6/30/10.





Goal II:�


Ensure OASAS’ workforce is diverse and inclusive of all groups at all grade levels by recruiting and developing individuals consistent with the representation in the state population and within the customer base OASAS serves.





OBJECTIVE 4:  Increase minority representation as stated in the preferential hiring goals of the agency as set forth by the NYS Department of Civil Service.  





Target 1:  Explore alternative methods to improve representation of minority candidates on hiring lists.





Progress to Date:  None

















Collaboration Team:  AAO, BHR, and NYS Department of Civil Service (DCS)





Measure:  Report on alternative methods to the ET by 6/30/10








Target 2:  Analyze exit interview forms and other less formal feedback mechanisms.





Progress to Date:  Ongoing





Collaboration Team:  AAO and BHR





Measure:  Report results from the analysis to the ET by 3/31/10








Target 3:  Collaborate with existing mentoring program to aid in the development of diverse staff.





Progress to Date:  Commencing soon.





Collaboration Team:  AAO, Talent Pool, and TMMT





Measure:  Annual review of mentoring participants.








OBJECTIVE 5:  Fully implement and build upon the current cultural competency training curriculum developed by the OASAS training Unit.  








Target 1:  Recruit a state-wide cadre of trainers to present the Cultural Competency workshops to OASAS and Provider staffs as well as other state agencies





Progress to Date: Downstate team established, awaiting the Training of Trainers workshop 12/1-3, 2009





Collaboration Team:  AAO, OASAS Training Unit, NYS AAAC, Diversity Workgroup





Measure:  Cadre developed, trained and providing services, while monitored for effectiveness by the OASAS Training Unit to be completed state-wide by 12/31/10.








Target 2:  Develop the remaining training components on Knowledge, Skills, Change Agent and Geographic Specific integrating LGBT issues into each module.


 


Progress to Date:  Exploration stage commenced





Collaboration Team:  AAO, Diversity Metric Workgroup and Talent Management Team





Measure:  Annual review and assessment of training efforts—development will take a two year period to complete.






































Diversity Plan Deliverables/Timelines





Goal I:


OASAS will foster a work environment that respects 


differences and encourages inclusiveness.








OBJECTIVE 1: Establish institutional expectations 


for the support of diversity throughout the fabric of 


the agency and its mission.


						DUE DATE


Target 1:  Review and report on the Agency’s policy 


statements and strategic plan relating to the hiring and 


promotional practices of OASAS.





By 1/31/10 the AAO will provide a report to the OASAS			1/31/10


Executive Team with changes and modifications to agency 


policies and strategic planning process.





Target 2:  Zero tolerance policy statement by KCP				12/1/09








OBJECTIVE 2:  Initiate programs and activities that 


enhance cultural awareness for the entire Agency, creating 


opportunities for Agency education, constructive dialogue 


and reflection on diversity.





Target 1:  Develop a recognition and certificate program for staff 


who has contributed to the advancement of diversity at OASAS.





Recommendations presented, adopted and communicated 	 		12/31/09





Target 2:  Schedule three annual forums, webinars or workshops 


for staff covering topics to include: Career Mobility, the Merit 


System, Cultural Competence, etc





Evaluation form review by committee and published to the ET to 		12/16/09 -commence January, 2010 and completed (for the year) December,	  	12/31/10


2010.	(1st workshop: Office of Career Mobility—‘Merit System’ 


  In Albany 12/16/09; in NYC 1/19/10; at ATCs pending)





Target 3:  Work with Communications to publish to our website 


a comprehensive annual diversity calendar of events, celebrations, 


historic dates and holidays.





Calendar published 								 4/1/10





Target 4:  Implement a monthly communication to OASAS 


staff providing an update on diversity events, tips and learnings.





Monthly edition of DiversityWatch commenced 				 4/1/09 





OBJECTIVE 3:  Conduct a diversity audit to monitor 


progress toward creating an inclusive environment, 


publicizing all data and findings and comparing results 


to baseline data to make additional recommendations.





Target 1:  Develop, distribute and analyze a survey instrument that 


captures the five elements of the National Center for Cultural 


Competence (NCCC) conceptual model of achieving cultural 


competence requiring organizations and their personnel have the 


capacity to: (1) value diversity, (2) conduct self-assessment, 


(3) manage the dynamics of difference, (4) acquire and institutionalize 


cultural knowledge, and (5) adapt to the diversity and cultural contexts 


ofindividuals and communities served.





Survey developed and approved by Talent Management Metric Team 	12/31/10 Survey distributed to staff  							  2/15/10


Survey data compiled 								  3/31/10 


 Report to the Executive Team 						  6/30/10








Goal II:


Ensure OASAS’ workforce is diverse and inclusive of all groups


 at all grade levels by recruiting and developing individuals 


consistent with the representation in the state population and 


within the customer base OASAS serves.





OBJECTIVE 4:  Increase minority representation as stated 


in the preferential hiring goals of the agency as set forth by 


the NYS Department of Civil Service.  





Target 1:  Explore alternative methods to improve representation 


of minority candidates on hiring lists.





Report on alternative methods to the ET 					 6/30/10





Target 2:  Analyze exit interview forms and other less formal 


feedback mechanisms.





Report results from the analysis to the ET 					 3/31/10





Target 3:  Collaborate with existing mentoring program to aid 


in the development of diverse staff.





Review of mentoring participants.						Annually





OBJECTIVE 5:  Fully implement and build upon the current 


cultural competency training curriculum developed by the 


OASAS Training Unit.  








Target 1:  Recruit a state-wide cadre of trainers to present 


the Cultural Competency workshops to OASAS and Provider 


staffs as well as other state agencies





Cadre developed, trained and providing services, while 


monitored for effectiveness by the OASAS Training Unit to 


be completed state-wide  							12/31/10





Target 2:  Develop the remaining training components on 


Knowledge, Skills, Change Agent and Geographic Specific 


integrating LGBT issues into each module.





Annual review and assessment of training efforts—				Annual Review


(development will take a two year period to complete)








Collaboration Team:  AAO, BHR, and NYS Department of Civil Service (DCS)





Measure:  Report on alternative methods to the ET by 6/30/10





Target 2:  Analyze exit interview forms and other less formal feedback mechanisms.





Progress to Date:  Ongoing





Collaboration Team:  AAO and BHR





Measure:  Report results from the analysis to the ET by 3/31/10





Target 3:  Collaborate with existing mentoring program to aid in the development of diverse staff.





Progress to Date:  Commencing soon.





Collaboration Team:  AAO, Talent Pool, and TMMT





Measure:  Annual review of mentoring participants.





OBJECTIVE 5:  Fully implement and build upon the current cultural competency training curriculum developed by the OASAS training Unit.  





Target 1:  Recruit a state-wide cadre of trainers to present the Cultural Competency workshops to OASAS and Provider staffs as well as other state agencies





Progress to Date: Downstate team established, awaiting the Training of Trainers workshop 12/1-3, 2009





Collaboration Team:  AAO, OASAS Training Unit, NYS AAAC, Diversity Workgroup





Measure:  Cadre developed, trained and providing services, while monitored for effectiveness by the OASAS Training Unit to be completed state-wide by 12/31/10.





Target 2:  Develop the remaining training components on Knowledge, Skills, Change Agent and Geographic Specific integrating LGBT issues into each module.


 


Progress to Date:  Exploration stage commenced





Collaboration Team:  AAO, Diversity Metric Workgroup and Talent Management Team





Measure:  Annual review and assessment of training efforts—development will take a two year period to complete.






































Diversity Plan Deliverables/Timelines





Goal I:


OASAS will foster a work environment that respects 


differences and encourages inclusiveness.








OBJECTIVE 1: Establish institutional expectations 


for the support of diversity throughout the fabric of 


the agency and its mission.


						DUE DATE


Target 1:  Review and report on the Agency’s policy 


statements and strategic plan relating to the hiring and 


promotional practices of OASAS.





By 1/31/10 the AAO will provide a report to the OASAS			1/31/10


Executive Team with changes and modifications to agency 


policies and strategic planning process.





Target 2:  Zero tolerance policy statement by KCP				12/1/09








OBJECTIVE 2:  Initiate programs and activities that 


enhance cultural awareness for the entire Agency, creating 


opportunities for Agency education, constructive dialogue 


and reflection on diversity.





Target 1:  Develop a recognition and certificate program for staff 


who has contributed to the advancement of diversity at OASAS.





Recommendations presented, adopted and communicated 	 		12/31/09





Target 2:  Schedule three annual forums, webinars or workshops 


for staff covering topics to include: Career Mobility, the Merit 


System, Cultural Competence, etc





Evaluation form review by committee and published to the ET to 		12/16/09 -commence January, 2010 and completed (for the year) December,	  	12/31/10


2010.	(1st workshop: Office of Career Mobility—‘Merit System’ 


  In Albany 12/16/09; in NYC 1/19/10; at ATCs pending)





Target 3:  Work with Communications to publish to our website 


a comprehensive annual diversity calendar of events, celebrations, 


historic dates and holidays.





Calendar published 								 4/1/10





Target 4:  Implement a monthly communication to OASAS 


staff providing an update on diversity events, tips and learnings.





Monthly edition of DiversityWatch commenced 				 4/1/09 





OBJECTIVE 3:  Conduct a diversity audit to monitor 


progress toward creating an inclusive environment, 


publicizing all data and findings and comparing results 


to baseline data to make additional recommendations.





Target 1:  Develop, distribute and analyze a survey instrument that 


captures the five elements of the National Center for Cultural 


Competence (NCCC) conceptual model of achieving cultural 


competence requiring organizations and their personnel have the 


capacity to: (1) value diversity, (2) conduct self-assessment, 


(3) manage the dynamics of difference, (4) acquire and institutionalize 


cultural knowledge, and (5) adapt to the diversity and cultural contexts 


ofindividuals and communities served.





Survey developed and approved by Talent Management Metric Team 	12/31/10 Survey distributed to staff  							  2/15/10


Survey data compiled 								  3/31/10 


 Report to the Executive Team 						  6/30/10








Goal II:


Ensure OASAS’ workforce is diverse and inclusive of all groups


 at all grade levels by recruiting and developing individuals 


consistent with the representation in the state population and 


within the customer base OASAS serves.





OBJECTIVE 4:  Increase minority representation as stated 


in the preferential hiring goals of the agency as set forth by 


the NYS Department of Civil Service.  





Target 1:  Explore alternative methods to improve representation 


of minority candidates on hiring lists.





Report on alternative methods to the ET 					 6/30/10





Target 2:  Analyze exit interview forms and other less formal 


feedback mechanisms.





Report results from the analysis to the ET 					 3/31/10





Target 3:  Collaborate with existing mentoring program to aid 


in the development of diverse staff.





Review of mentoring participants.						Annually





OBJECTIVE 5:  Fully implement and build upon the current 


cultural competency training curriculum developed by the 


OASAS Training Unit.  








Target 1:  Recruit a state-wide cadre of trainers to present 


the Cultural Competency workshops to OASAS and Provider 


staffs as well as other state agencies





Cadre developed, trained and providing services, while 


monitored for effectiveness by the OASAS Training Unit to 


be completed state-wide  							12/31/10





Target 2:  Develop the remaining training components on 


Knowledge, Skills, Change Agent and Geographic Specific 


integrating LGBT issues into each module.





Annual review and assessment of training efforts—				Annual Review


(development will take a two year period to complete)








Diversity Plan Deliverables/Timelines





Goal I: OASAS will foster a work environment that respects differences and encourages inclusiveness.





OBJECTIVE 1: Establish institutional expectations for the support of diversity throughout the fabric of the agency and its mission.





DUE DATE


Target 1:  Review and report on the Agency’s policy 


statements and strategic plan relating to the hiring and 


promotional practices of OASAS.





By 1/31/10 the AAO will provide a report to the OASAS				1/31/10


Executive Team with changes and modifications to agency 


policies and strategic planning process.





Target 2:  Zero tolerance policy statement by KCP					12/1/09





OBJECTIVE 2:  Initiate programs and activities that enhance cultural awareness for the entire Agency, creating opportunities for Agency education, constructive dialogue and reflection on diversity.





Target 1:  Develop a recognition and certificate program for staff 


who has contributed to the advancement of diversity at OASAS.





Recommendations presented, adopted and communicated 	 			12/31/09





Target 2:  Schedule three annual forums, webinars or workshops 


for staff covering topics to include: Career Mobility, the Merit 


System, Cultural Competence, etc





Evaluation form review by committee and published to the ET to 			12/16/09 - commence 1/10 January 2010 and completed (for the year) December 2010.	


(1st workshop: Office of Career Mobility—‘Merit System’ In Albany�12/16/09; in NYC 1/19/10; at ATCs pending) 					12/31/10





Target 3:  Work with Communications to publish to our website 


a comprehensive annual diversity calendar of events, celebrations, 


historic dates and holidays.





Calendar published 								 	4/1/10





Target 4:  Implement a monthly communication to OASAS 


staff providing an update on diversity events, tips and learnings.





Monthly edition of DiversityWatch commenced 				 	4/1/09 














OBJECTIVE 3:  Conduct a diversity audit to monitor 


progress toward creating an inclusive environment, 


publicizing all data and findings and comparing results 


to baseline data to make additional recommendations.





Target 1:  Develop, distribute and analyze a survey instrument that 


captures the five elements of the National Center for Cultural 


Competence (NCCC) conceptual model of achieving cultural 


competence requiring organizations and their personnel have the 


capacity to: (1) value diversity, (2) conduct self-assessment, 


(3) manage the dynamics of difference, (4) acquire and institutionalize 


cultural knowledge, and (5) adapt to the diversity and cultural contexts 


ofindividuals and communities served.





Survey developed and approved by Talent Management Metric Team 	12/31/10 Survey distributed to staff  							  2/15/10


Survey data compiled 								  3/31/10 


 Report to the Executive Team 						  6/30/10








Goal II:


Ensure OASAS’ workforce is diverse and inclusive of all groups


 at all grade levels by recruiting and developing individuals 


consistent with the representation in the state population and 


within the customer base OASAS serves.





OBJECTIVE 4:  Increase minority representation as stated 


in the preferential hiring goals of the agency as set forth by 


the NYS Department of Civil Service.  





Target 1:  Explore alternative methods to improve representation 


of minority candidates on hiring lists.





Report on alternative methods to the ET 					 6/30/10





Target 2:  Analyze exit interview forms and other less formal 


feedback mechanisms.





Report results from the analysis to the ET 					 3/31/10





Target 3:  Collaborate with existing mentoring program to aid 


in the development of diverse staff.





Review of mentoring participants.						Annually





OBJECTIVE 5:  Fully implement and build upon the current 


cultural competency training curriculum developed by the 


OASAS Training Unit.  








Target 1:  Recruit a state-wide cadre of trainers to present 


the Cultural Competency workshops to OASAS and Provider 


staffs as well as other state agencies





Cadre developed, trained and providing services, while 


monitored for effectiveness by the OASAS Training Unit to 


be completed state-wide  							12/31/10





Target 2:  Develop the remaining training components on 


Knowledge, Skills, Change Agent and Geographic Specific 


integrating LGBT issues into each module.





Annual review and assessment of training efforts—				Annual Review


(development will take a two year period to complete)








OBJECTIVE 3:  Conduct a diversity audit to monitor progress toward creating an inclusive environment, publicizing all data and findings and comparing results to baseline data to make additional recommendations.





Target 1:  Develop, distribute and analyze a survey instrument that 


captures the five elements of the National Center for Cultural 


Competence (NCCC) conceptual model of achieving cultural 


competence requiring organizations and their personnel have the 


capacity to: (1) value diversity, (2) conduct self-assessment, 


(3) manage the dynamics of difference, (4) acquire and institutionalize 


cultural knowledge, and (5) adapt to the diversity and cultural contexts 


ofindividuals and communities served.





Survey developed and approved by Talent Management Metric Team 		12/31/10 


Survey distributed to staff  							  	2/15/10


Survey data compiled 								  	3/31/10 


Report to the Executive Team 						  	6/30/10





Goal II: Ensure OASAS’ workforce is diverse and inclusive of all groups at all grade levels by recruiting and developing individuals’ consistent with the representation in the state population and within the customer base OASAS serves.





OBJECTIVE 4:  Increase minority representation as stated in the preferential hiring goals of the agency as set forth by the NYS Department of Civil Service.  





Target 1:  Explore alternative methods to improve representation 


of minority candidates on hiring lists.





Report on alternative methods to the ET 					 	6/30/10





Target 2:  Analyze exit interview forms and other less formal 


feedback mechanisms.





Report results from the analysis to the ET 					 	3/31/10





Target 3:  Collaborate with existing mentoring program to aid 


in the development of diverse staff.





Review of mentoring participants.							Annually





OBJECTIVE 5:  Fully implement and build upon the current cultural competency training curriculum developed by the OASAS Training Unit.  





Target 1:  Recruit a state-wide cadre of trainers to present 


the Cultural Competency workshops to OASAS and Provider 


staffs as well as other state agencies























Cadre developed, trained and providing services, while 


monitored for effectiveness by the OASAS Training Unit to 


be completed state-wide  							12/31/10





Target 2:  Develop the remaining training components on 


Knowledge, Skills, Change Agent and Geographic Specific 


integrating LGBT issues into each module.





Annual review and assessment of training efforts—				Annual Review


(development will take a two year period to complete)








OASAS Diversity Plan for 2009-2010


�


Introduction


OASAS is committed to creating a working environment that values and utilizes the contribution of its employees and members from diverse backgrounds and experiences. This Diversity Plan recognizes that all people have different qualities, skills, qualifications, experience and attitudes toward work, and that valuing and making the most of these differences can improve the workplace for individuals and enhance the overall performance of OASAS.


What is Workplace Diversity?


The principles of workplace diversity, consistent with the OASAS mission, are to:


treat each other with respect and dignity; 


provide a safe, secure and healthy workplace; 


make decisions genuinely based on equity and fairness; 


value the diversity of people; and 


take appropriate action to eliminate discrimination. 


OASAS will respect and make best use of the diverse talents of individuals, and work towards building good working relationships. It will ensure that action is taken to eliminate discrimination and employment-related disadvantages. Measures will continue to be taken to enable people in designated groups to be employed through our staff selection processes that are based on merit.


OASAS will ensure that its workplaces will be free from unlawful discrimination and harassment in any form. It will maintain appropriate standards of ethical behavior, conduct and performance.


By valuing workplace diversity, OASAS benefits by:


breaking down prejudices and avoiding stereotyping; 


providing a better framework for decision making; 


improving staff performance; 


fostering good working relationships between people; 


reducing workplace stress;  


ensuring fair and equitable staff selection; and


promoting a work environment that fosters inclusion and personalized services, resulting in improved outcomes for individuals receiving services.


Members and staff of OASAS work with many sectors of the community. Continued understanding and communication with diverse provider and community groups is important to monitoring service levels and making improvements where required. The skills and qualifications of its people reflect the diversity of the New York state community and help OASAS provide a premier system of addiction services through prevention, treatment, recovery.





Mission





OASAS is committed to building and maintaining a diverse workforce and maximizing the contributions of all of its employees.  This will benefit the agency and will enhance the quality of care for the diverse client populations served by OASAS programs.





The Affirmative Action Office (AAO) will examine, evaluate and make recommendations to the Commissioner concerning ways to increase the number of minority workers, including persons with disabilities and other diverse characteristics, and will strive to ensure that employees reflect the diverse cultural backgrounds, beliefs, and abilities that exist in the larger population of New York State.  








Definition of Diversity





Diversity encompasses a wide array of group differences including, but not limited to age, ethnicity, culture, religion, sexual orientation/lifestyles, class, individuals with disabilities and veterans.  A diverse workforce brings varied characteristics, backgrounds, interests and points of view.  Primary dimensions of diversity include general human categories such as age, ethnic heritage, gender, mental/physical abilities, race and sexual orientation.  Secondary dimensions include specific subcategories that further define an individual such as education, geographic location, work experience, income, religion, and family, etc.  








The Business Case for Diversity and Cultural Competence in OASAS and the Substance Abuse Field





A 2002 report from the Institute of Medicine (IOM), Unequal Treatment, found that racial and ethnic minorities in the Unities States generally receive inferior health care and have worse health outcomes than Caucasians.  Since then, there have several efforts to understand and address health disparities and respond to Congress’ goal of reducing these inequities by 2010.  These efforts however are unlikely to succeed if improvements in culturally sensitive substance abuse prevention and treatment are not achieved.  For all Americans, not just racial and ethnic minorities, alcohol drug and gambling problems are some of the most damaging, difficult, and expensive health problems facing the country today. 








The following strategic steps are both fundamental and basic to starting a diversity initiative (SHRM, June 2, 2004):





Executive commitment


Defining the desired outcomes


Organizational climate, needs and issues assessment


Open channels of communication with employees at the launch of the diversity initiative and throughout the process


A diversity task force


A mechanism for dealing with systemic changes and procedural problems


Evaluation and measurement of each component of the diversity initiative (training, taskforce, mentoring initiative, employee networks, etc)


Integration and accountability








Implementation Responsibilities





The Affirmative Action Office (AAO) will have primary responsibility for the implementation of this Plan.  In order to implement this Plan, commitment and accountability from all levels of the organization is required.  The AAO will coordinate and implement the OASAS Diversity Plan, and will ensure compliance with diversity policies.





The AAO, in consultation with the State Department of Civil Service, OASAS’ Bureau of Human Resources, Legal and other Bureaus within OASAS will:





Recommend ways in which to increase the number of minority workers, including persons with disabilities and other diverse characteristics, employed by OASAS,


Study how to diversify the workforce in OASAS during the replacement of the existing workforce as it ages out and retires;


Review the diversity hiring practices of other State and federal government agencies, and recommend the best outcome practices;


Review and recommend changes to the existing hiring and promotion practices that will help diversify the workers in OASAS at all levels of service;


Review and recommend the means by which to best provide information to potential candidate pools for, and applicants applying for positions within OASAS; and,


Review and recommend procedures that OASAS should take to develop and promote the participation of minority and state employees with disabling conditions in career development programs.  








Role of Managers and Supervisors





Bureau Heads and supervisors have an important role to play in ensuring equality/diversity throughout the organization.  Managers have a particular responsibility to foster and advocate respect for differences where appropriate.  All staff will have appropriate diversity training to increase their awareness and sensitivity to cultural competence.








Goal I:


OASAS will foster a work environment that respects differences and encourages inclusiveness.








OBJECTIVE 1: Establish institutional expectations for the support of diversity throughout the fabric of the agency and its mission.








Target 1:  Review and report on the Agency’s policy statements and strategic plan relating to the hiring and promotional practices of OASAS.





Progress to Date:  Policy review of Affirmative Action policies by the Affirmative Action Advisory Committee is underway.





Collaboration Team:  Affirmative Action Office (AAO), Affirmative Action Advisory Committee (AAAC), with input from the Bureau of Human Resources (BHR), OMSI and Legal





Measure:  By 1/31/10 the AAO will provide a report to the OASAS Executive Team with changes and modifications to agency policies and strategic planning process.








Target 2:  Highlight institutional expectations for diversity by the approval of a “zero tolerance” of discriminatory practices statement from the OASAS Commissioner.





Progress to Date:  Pending development





Collaboration Team:  AAO, Legal & signoff by Commissioner 





Measure:  Issuance of Statement to OASAS staff and website by 12/1/09








OBJECTIVE 2:  Initiate programs and activities that enhance cultural awareness for the entire Agency, creating opportunities for Agency education, constructive dialogue and reflection on diversity.








Target 1:  Develop a recognition and certificate program for staff who has contributed to the advancement of diversity at OASAS.





Progress to Date:  AAO assessing program selection criteria e.g. running/participating in video/discussion groups, coordinating special events, etc.





Collaboration Team:  AAO, AAAC, BHR





Measure:  Recommendations presented, adopted and communicated by 12/31/09








Target 2:  Schedule three annual forums, webinars or workshops for staff covering topics to include: Career Mobility, the Merit System, Cultural Competence, etc.





Progress to Date:  The Career Mobility Subcommittee is determining format and presenter of the first presentation.





Collaboration Team:  AAO and AAAC





Measure:  Evaluation form review by committee and published to the ET to commence January, 2010 and completed (for the year) December, 2010.








Target 3:  Work with Communications to publish to our website a comprehensive annual diversity calendar of events, celebrations, historic dates and holidays.





Progress to Date:  None





Collaboration Team:  AAO, AAAC, and Communications 





Measure:  Calendar published 4/1/10








Target 4:  Implement a monthly communication to OASAS staff providing an update on diversity events, tips and learnings.





Progress to Date:  Commenced April, 2009 to date





Collaboration Team:  AAO





Measure:  Monthly edition of the Diversity Watch








OBJECTIVE 3:  Conduct a diversity audit to monitor progress toward creating an inclusive environment, publicizing all data and findings and comparing results to baseline data to make additional recommendations.





Target 1:  Develop, distribute and analyze a survey instrument that captures the five elements of the National Center for Cultural Competence (NCCC) conceptual model of achieving cultural competence requiring organizations and their personnel have the capacity to: (1) value diversity, (2) conduct self-assessment, (3) manage the dynamics of difference, (4) acquire and institutionalize cultural knowledge, and (5) adapt to the diversity and cultural contexts of individuals and communities served.





Progress to Date:  Team assembled to explore survey examples and questions





Collaboration Team:  AAO, AAAC, OMSI, Talent Management Metric Team (TMMT), with assistance from IT





Measure:  Survey developed and approved by Talent Management Metric Team by 12/31/10; distributed to staff by 2/15/10; data compiled by 3/31/10 and report to the ET by 6/30/10.











Goal II:


Ensure OASAS’ workforce is diverse and inclusive of all groups at all grade levels by recruiting and developing individuals consistent with the representation in the state population and within the customer base OASAS serves.








OBJECTIVE 4:  Increase minority representation as stated in the preferential hiring goals of the agency as set forth by the NYS Department of Civil Service.  





Target 1:  Explore alternative methods to improve representation of minority candidates on hiring lists.





Progress to Date:  None





Collaboration Team:  AAO, BHR, and NYS Department of Civil Service (DCS)





Measure:  Report on alternative methods to the ET by 6/30/10








Target 2:  Analyze exit interview forms and other less formal feedback mechanisms.





Progress to Date:  Ongoing





Collaboration Team:  AAO and BHR





Measure:  Report results from the analysis to the ET by 3/31/10








Target 3:  Collaborate with existing mentoring program to aid in the development of diverse staff.





Progress to Date:  Commencing soon.





Collaboration Team:  AAO, Talent Pool, and TMMT





Measure:  Annual review of mentoring participants.








OBJECTIVE 5:  Fully implement and build upon the current cultural competency training curriculum developed by the OASAS training Unit.  








Target 1:  Recruit a state-wide cadre of trainers to present the Cultural Competency workshops to OASAS and Provider staffs as well as other state agencies





Progress to Date: Downstate team established, awaiting the Training of Trainers workshop 12/1-3, 2009





Collaboration Team:  AAO, OASAS Training Unit, NYS AAAC, Diversity Workgroup





Measure:  Cadre developed, trained and providing services, while monitored for effectiveness by the OASAS Training Unit to be completed state-wide by 12/31/10.








Target 2:  Develop the remaining training components on Knowledge, Skills, Change Agent and Geographic Specific integrating LGBT issues into each module.


 


Progress to Date:  Exploration stage commenced





Collaboration Team:  AAO, Diversity Metric Workgroup and Talent Management Team





Measure:  Annual review and assessment of training efforts—development will take a two year period to complete.






































Diversity Plan Deliverables/Timelines





Goal I:


OASAS will foster a work environment that respects 


differences and encourages inclusiveness.








OBJECTIVE 1: Establish institutional expectations 


for the support of diversity throughout the fabric of 


the agency and its mission.


						DUE DATE


Target 1:  Review and report on the Agency’s policy 


statements and strategic plan relating to the hiring and 


promotional practices of OASAS.





By 1/31/10 the AAO will provide a report to the OASAS			1/31/10


Executive Team with changes and modifications to agency 


policies and strategic planning process.





Target 2:  Zero tolerance policy statement by KCP				12/1/09








OBJECTIVE 2:  Initiate programs and activities that 


enhance cultural awareness for the entire Agency, creating 


opportunities for Agency education, constructive dialogue 


and reflection on diversity.





Target 1:  Develop a recognition and certificate program for staff 


who has contributed to the advancement of diversity at OASAS.





Recommendations presented, adopted and communicated 	 		12/31/09





Target 2:  Schedule three annual forums, webinars or workshops 


for staff covering topics to include: Career Mobility, the Merit 


System, Cultural Competence, etc





Evaluation form review by committee and published to the ET to 		12/16/09 -commence January, 2010 and completed (for the year) December,	  	12/31/10


2010.	(1st workshop: Office of Career Mobility—‘Merit System’ 


  In Albany 12/16/09; in NYC 1/19/10; at ATCs pending)





Target 3:  Work with Communications to publish to our website 


a comprehensive annual diversity calendar of events, celebrations, 


historic dates and holidays.





Calendar published 								 4/1/10





Target 4:  Implement a monthly communication to OASAS 


staff providing an update on diversity events, tips and learnings.





Monthly edition of DiversityWatch commenced 				 4/1/09 





OBJECTIVE 3:  Conduct a diversity audit to monitor 


progress toward creating an inclusive environment, 


publicizing all data and findings and comparing results 


to baseline data to make additional recommendations.





Target 1:  Develop, distribute and analyze a survey instrument that 


captures the five elements of the National Center for Cultural 


Competence (NCCC) conceptual model of achieving cultural 


competence requiring organizations and their personnel have the 


capacity to: (1) value diversity, (2) conduct self-assessment, 


(3) manage the dynamics of difference, (4) acquire and institutionalize 


cultural knowledge, and (5) adapt to the diversity and cultural contexts 


ofindividuals and communities served.





Survey developed and approved by Talent Management Metric Team 	12/31/10 Survey distributed to staff  							  2/15/10


Survey data compiled 								  3/31/10 


 Report to the Executive Team 						  6/30/10








Goal II:


Ensure OASAS’ workforce is diverse and inclusive of all groups


 at all grade levels by recruiting and developing individuals 


consistent with the representation in the state population and 


within the customer base OASAS serves.





OBJECTIVE 4:  Increase minority representation as stated 


in the preferential hiring goals of the agency as set forth by 


the NYS Department of Civil Service.  





Target 1:  Explore alternative methods to improve representation 


of minority candidates on hiring lists.





Report on alternative methods to the ET 					 6/30/10





Target 2:  Analyze exit interview forms and other less formal 


feedback mechanisms.





Report results from the analysis to the ET 					 3/31/10





Target 3:  Collaborate with existing mentoring program to aid 


in the development of diverse staff.





Review of mentoring participants.						Annually





OBJECTIVE 5:  Fully implement and build upon the current 


cultural competency training curriculum developed by the 


OASAS Training Unit.  








Target 1:  Recruit a state-wide cadre of trainers to present 


the Cultural Competency workshops to OASAS and Provider 


staffs as well as other state agencies





Cadre developed, trained and providing services, while 


monitored for effectiveness by the OASAS Training Unit to 


be completed state-wide  							12/31/10





Target 2:  Develop the remaining training components on 


Knowledge, Skills, Change Agent and Geographic Specific 


integrating LGBT issues into each module.





Annual review and assessment of training efforts—				Annual Review


(development will take a two year period to complete)














