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EXECUTIVE SUMMARY
The City of Morgantown Strategic Plan for Diversity, Equity and Inclusion is a plan prepared
through the three-year efforts of the City of Morgantown Human Rights Commission to help
generate a foundation for constructive diversity and equity in city employee and volunteer
personnel which 1) will be closely proportionate to the city’s overall population as well as 2)
support creative, effective, respected partnerships in conducting the work of local government.
Based on the use of best practice studies of other municipalities and other related research, this
plan identifies strategic elements which have been found to be most essential in 1) promoting the
benefits of diversity, equity, and inclusivity in city employment, 2) overcoming actual or perceived
discrimination, and 3) affirming demonstrated benefits of a diverse workplace.
Persons are empowered when treated with equity and justice while working together as a team to
provide purposeful, quality, consumer-oriented services to meet the needs of the public. In Part
Four, specific “Diversity Management Practices” are selected to be the strategic elements in this
plan. Part Five, the final section of the plan, presents specific changes and practices for
Morgantown which are recommended for the city employee workforce and in its volunteer policy
advisors.

PART ONE: PREFACE
Communities across the country are changing rapidly in terms of population diversities. Census
data projections indicate that by 2050 there will no pronounced racial or ethnic majority in the
nation. The City of Morgantown has already experienced a higher percentage of diversity in its
population than has the State of West Virginia as a whole. This higher diversity has been a result
of its cultural heritage, the presence of West Virginia University faculty and students from a wide
range of international and national locations, and the presence of large medical and engineering
education and service complexes.
In order for Morgantown to continue to grow economically and educationally, it will be important
for the city to continue to attract persons and resources with experience relating to living in
multiple locations. The city also must continue to grow in its ability to integrate its population
diversity. Being an inclusive city is an important element in having Morgantown grow with the
times and to be considered “a good place to live.”
It is useful to consider that people have lived collectively since the beginning of history not only
for mutual protection but also for economic and cultural sharing. The stories in all religions include
the importance of relating humanely and fairly with “strangers.” Today, through our development
as a nation and as a planet, we realize that “strangers” can mean persons with differences in terms
of gender, age, race, color, sexual orientation, mental or physical functioning, and education as
well as religion, culture, geographical orientation, nationality, economic status, family status,
attitudes, values, political persuasion, experience as a veteran, diet, technology, etc.
Constructive relationships with “strangers” are not only important in cities and communities but
also in organizations. Today’s corporations of all sizes have come to realize that respecting and
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working toward inclusive diversity using standards of equity is essential in terms of a company’s
connections with its marketplace, employee motivation, employee innovation, employee
recruitment and retention, and the continuous quality improvement of its workforce productivity
and marketplace credibility.(y) All of these elements are critical to the enhancement of
organizational proficiency. Organizations with workforce demographics which match the people
they serve have been compared to outperform organization who do not. (dd, ee)
According to noted urbanist Richard Florida, “cities with greater diversity are more innovative,
creative and dynamic, and have a better quality of life. The pursuit of diversity should not be a
politically correct strategy or a public relations gimmick, but rather a strategy to maintain
profitability and sustainability.” (w, L) These observations relate to city departments as well as
entire communities. Group thought, or “herd” thinking, can be a continuation of confining
tradition. On the other hand, one good idea can mean revitalizing success for everyone. (ump)
Some of the steps taken by local government in the past to address diversity involved leading
school integration in West Virginia in 1955. The City of Morgantown has continued to take public
steps toward integration in various forms since the civil rights era. After the integration of the
WVU athletic teams came the decision of the City Council to integrate the city recreation facilities
in 1963. The election of a woman to City Council in 1971 was followed by the election of the first
woman mayor in 1973, the election of the first black woman as a city councilor and as mayor in
1991, the election of the first councilor openly from the LGBTQ community in 2017, the
establishment of a Human Rights Commission in 2001, and reconstitution and redirection the
Human Rights Commission to work toward building an inclusive city in 2012.
In reviewing the progress in integrating the Morgantown workforce as a whole, it is helpful to
determine what factors contribute most to establishing and maintaining diversity in personnel. The
integration of diversity in city workforces has varied considerably throughout the country. Studies
on how local governments are responding to a need for evolution toward inclusivity are beginning
to emerge. Notable examples have focused on the establishment various forms of diversity
management practices in organizations and the factors which influence the progress toward
diversity in various communities. The benefits of diversity according to R. Thomas, regardless of
how diversity is defined, can accrue to an organization or a community if it is encouraged,
supported and managed properly. Wyatt-Nicol and Antwi-Boasiako summarize Thomas as
follows:
Managing diversity simply calls for the manager to ensure that cultural and political realities do
not advantage or disadvantage anyone because of irrelevant considerations. … Diversity
management also emphasizes organizational performance through recruitment, retention and
developmental strategies beyond the framework of Equal Employment Opportunity and
Affirmative Action. Organizations seek to address underrepresentation and maintain compliance
with the law through affirmative action plans. In contrast, organizations seek to increase
productivity and performance through diversity management. (bb)
Establishing a mission statement and goals for addressing diversity as well as enacting diversity
management practices are found in social research to be essential for community progress.
Working toward diversity representation and equality in treatment of personnel, however, is not
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enough. Experience has demonstrated that following the “letter of the law” in Affirmative Action
directives must be followed by deliberate efforts to build inclusive engagement. There needs to be
attention given to nurturing and protecting individuals in all groups. The needs in a city workforce
of diverse employees and volunteers are no different. Diversity and equity and inclusion: all
three elements are critical, interrelated components to successful strategy in achieving and
sustaining effective diversity.
This three-point strategy is vital for each component in City leadership. In a counting within the
past decade, Morgantown has approximately 255 City employees working in 15 budgeted core
departments. In addition, there are 322 employees in 3 free standing City departments: Board of
Parks and Recreation, Morgantown Utility Board, and Municipal Parking Authority. (See
Appendix B.) How does the diversity in city employees compare with the City population diversity
numbers? Are the numbers of employees closely proportionate to the diversity in demographic
numbers reported for the City in the U.S. Census?
Appendix A presents a profiling of Morgantown’s 2010 U.S. Census population. Census data,
however, does not always profile all of significant personal differences in a community. Even so,
what follows is an example of differences only relating to race and ethnic minorities with 2015
information demonstrating how City of Morgantown employees reflect or fall short in
proportionately reflecting the City 2010 population’s diversity.
Percentages of Racial and Ethnic Minorities in City Employment and in the City Population
City
City
City Employees %
Employees %
Demographic
Population % at
at 242 (2015)
under (over) City
29,660 (2010)
Population
White
97%
89.7%
(7.3%)
Black or African American
2%
4.1%
2.1%
Amer. Indian or Alaska Native
0
.01%
.01%
Asian
0.4%
3.4%
3.0%
Native Hawaiian/ Pacific Is.
0
0.1%
0.1%
Two or More Races
0
2.0%
2.0%
Hispanic or Latinx
0
2.6%
2.6%

Employees are only part of the City’s workforce. Volunteers are selected from the citizenry to
advise on decision making and policy formation. There are 29 boards, commissions and authorities
which work in partnership with the City’s governing body, administrators, and departments. In a
recent count there were 274 citizen volunteer members participating in support of the City’s
operations. The number of volunteers working with the city exceeds the number of employees.
Both groups of personnel are integral to the City government’s effectiveness in serving the public.
Working toward diversity in both employees and volunteers is critical to the City’s present and
future proficiency. (v)

PART TWO: DEFINITIONS AND CONCEPTUAL FRAMEWORK FOR THE DEI PLAN
With the reconstitution of the Morgantown Human Rights Commission (herein often referred to
as “the Commission”) in 2012, additional terms and definitions were added to the city’s Ordinance
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on Human Rights. The most notable new term was “inclusive city”—a term which undergirds the
work of the Commission and represents the expressed values and vision of the city as represented
by City Council action re-authorizing the Commission’s work. This ordinance provides a
foundation for this Strategic Plan for Diversity, Equity and Inclusion, the terminology utilized, and
the strategies selected.
Article 153, Section 153.02 of the Morgantown City Code now reads as follows:
“Inclusive City” and “Inclusive Community” as used in this ordinance, shall mean the same thing,
e.g., a city that helps people thrive by: supporting hospitality; welcoming diversity; promoting
civility; promoting safe, affordable dwellings; enabling participation in community, services, and
local government; supporting fairness in access to opportunities and services; reducing violence;
supporting social justice; encouraging awareness and understanding of opportunities/limitations;
making residents aware of the West Virginia Human Rights Commission; and working for a more
sustainable community for present and future citizens.
In creating this plan, the Commission identified and, in some cases, adapted definitions from
several sources listed in the bibliography. Terms essential to understanding this strategic plan’s
goals and outcomes are diversity, equity and inclusion.
In an organization or a community, diversity is a term which relates to differences as manifested
by individuals or groups of individuals. When diversity is used to identify persons according to
common characteristics, it is commonly associated with race, color, ethnic or national origin. In
reality diversity also relates to many other factors—not least of all age, gender and gender identity,
sexual orientation, abilities, disability, education, religion, body type/shape, ancestry, family
status, economic status, experience as a veteran, and other matters of background, orientation, or
life experience. (y, bb)
In groups of persons such as a city department or board or commission, persons with differing
underrepresented characteristics can contribute to group diversity. As within a research process
where evaluating different experience or practices can usually yield a better understanding of an
issue, so can a diverse group usually generate a more comprehensive, proficient response in group
problem-solving.
Equity is sharing with individuals or groups the resources and benefits in an organization based
on what the need is determined to be. The resources in an organization for its workforce include
access to selection for a job, orientation to support job performance, fair compensation, fair access
to benefits, and respect. (v)
For volunteers, having information about participation opportunities, access to open selection
procedures, orientation and training, fair communication and respect are essential. It is important
to note that the concept of equity is not the same as the principle of equality. In the latter there is
an equal distribution of resources for all.
Inclusion is a process in which individuals are included as full members of a group in terms of its
social network and team performance. Inclusion is a process by which persons can be fully engaged
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in the work life which benefits both employee satisfaction and the effective proficiency of the
organization. This need relates to the service of volunteers as well as employees.
Four terms essential to implementation of this strategic plan are equitability in the workplace,
cultural competence, organizational effectiveness/proficiency, and diversity management
practices.
Equitability in the workplace is a safe condition in which there is freedom to work without
harassment, discrimination, or incidents involving sexism, racism, or other profiling. Protection
for those who express these concerns is essential for building or rebuilding trust. Nurturing change
in an organizational culture when there is bias and/or abuse is a pre-condition for promoting,
cultivating, and strengthening diversity. (v)
Cultural competence/sensitivity is the ability to both understand and relate to persons of different
cultures or conditions in the United States and to persons from other countries. It is based on a
service provider’s ability to have:
1) the awareness to identify the difference which may present a barrier to the person’s ability to
receive essential communication or services;
2) the attitude which allows the service provider to take seriously the person’s need for additional
assistance;
3) the knowledge to broker additional assistance; and
4) the skills to follow-up in an appropriate way. (p, u, bb) (See Cultural Proficiency Continuum
in Appendix F.)
Organizational effectiveness /proficiency is produced by different organizations in different
ways but the common factors usually involve having a sense of direction, use of resources with
efficiency, performance of some tasks with high skills, concentration, and willingness to innovate.
(cc) Municipal organizations can be considered to have the same needs, but as local service
organizations, the need for cultural proficiency and the ability to relate to culture and diversity can
be critical sources of strength and effectiveness. To be an effective, proficient municipal
organization today, there needs to be an inclusive and equitable workplace with diversity at all
levels, engagement and partnership with the community, and nurturing of collaborative
partnerships and alliances. (v)
Diversity Management Practices are methods which an organization can adopt to be responsive
to long-term diversity as well as to more recent changes in community populations. Planning and
managing in ways which create proportionate representation in a city’s workforce proactively
requires specific actions to be taken by an organization to achieve the benefit of diversity. (n, o,bb)

PART THREE: VISION FOR MORGANTOWN AND RELATED NEEDS FOR CULTURAL
COMPETENCE
“We want the City of Morgantown the way it is, only better.” (d)
The City of Morgantown is a city with many advantages in terms of its local institutions and
services as well as in having a progressive, hopeful outlook by its city leadership for its future.
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West Virginia University is growing in performance, facilities, and national stature. The hospitals
and health services improve each year, and the industries and commerce continue to demonstrate
both stability and growth potential. Neighborhoods have made organizational progress in the
recent decade. Many international families call Morgantown home, and the friendliness in the
community is widely appreciated. The people’s diversity, character, knowledge, strength,
creativity, generosity, and sense of fairness are assets on which to build.
There is more, however, that can be done to continue to build inclusivity and a viable economic
base for all as well as a healthful sustainability in Morgantown’s future. Residents as well as
persons having to commute long distances to work in Morgantown still experience serious
inequalities due to limited housing options and supply. They are also challenged by the lack of
availability of livable wage economic opportunities, restricted schedules in public transit, lack of
adequate mental health and drug treatment services, inaccessible and minimally maintained public
infrastructure—all of which affect public employees and their families and the governance which
the city provides. (See Appendix D.) The chart which follows lists the priorities of unmet needs
reported by 657 respondents in the 2014 Morgantown Human Rights Need Survey:
Percentage of Respondents Reporting Areas in which Morgantown Needs Improvement to
become a More Inclusive City

“It is noteworthy that a significant number of respondents (at least 40%) selected each of the
activities. Over half of respondents selected more education about how citizens can be more
inclusive in business, community activities, and other areas; more community activities to
highlight the diverse characteristics of Morgantown citizens and their positive contributions; more
education in schools about Morgantown’s diversity; more jobs with livable wages; and more
accessible and affordable housing. Another activity selected by 46% of respondents was more
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education about laws against discrimination, followed by more enforcement of laws against
discrimination (41.1%) and more publicity about Morgantown’s efforts to become an inclusive
community (40.0%).” (See Executive Summary of Human Rights Need Survey in Appendix D.)
In order to progress toward making the city” better”, city leadership must understand and address
priority needs of the city as well needs in city governance. Volunteers in city advisory roles—as
well as city staff—need to understand the needs of the community and the nature of the inherent
partnership among citizens, elected officials, city volunteer advisors, and city staff. This
partnership, when strong, works to help empower employees to provide quality, customer-oriented
services to meet the needs of the public.
Sustained responsive staff services is largely determined by the “team” spirit and collaborative
relationships within the staff. The proficiency in service occurs when there is a customerorientation in service delivery regardless of the diversity in each individual being served. For staff
to be driven by values of customer-orientation requires that there be a base of mutual respect and
support for each staff person in the service unit and organization as a whole. This requires strategic
attention being given to both cultural competency/senility training as well as diversity management
and non-discriminatory equity.

PART FOUR: DIVERSITY MANAGEMENT PRACTICES
Diversity Management Practices enable a city to plan for achieving diversity and to manage means
by which the total workforce and volunteer advisors can more likely reflect the benefits of diversity
in the workplace and proportionate representation of a city’s population.
Critical factors in the design of a Plan for DEI are the component practices by which the program
can be operationalized day to day and year to year. Nationwide, all local municipal government
plans for generating and supporting diversity have not been uniform. Studies have classified
variations in use of diversity management practices (DMPs) by municipalities and counties in ways
to recruit/hire diverse workforces, retain them, and enhance environmental performance. There
also have been DMPs identified which are applicable to generating and supporting the participation
of community volunteers on municipal authorities, commissions, and boards as well.
This section of the Plan for DEI provides an overview of the twelve diversity management
practices selected by the Human Rights Commission for adoption in City of Morgantown
operations. It is based primarily, but not exclusively, on the research and a report of Hur and
Strickland prepared at Appalachian State University located at Boone, NC (o, n) as well as on a
study by Wyatt-Nichol at the University of Baltimore School of Public Affairs in Baltimore, MD
and Antwi-Boasiako at the Stephen F. Austin University Department of Government at SFA
Station Nacogdoches, TX. (n, bb)
1. Non-Discrimination in Employee Personnel Practices
An essential foundation for diversity, equity and inclusion for city employees is establishing the
assurance that there is a standard of non-discrimination adopted specifically for employees by the
city. Employees must be able to have the assurance that they will be protected from being treated
differently than other persons and safeguarded with “the right and opportunity of all persons to be
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free from all forms of discrimination, including discrimination based on actual or perceived race,
religion, color, national origin, ancestry, sex, sexual orientation, gender identity, age, blindness,
disability, familial status or veteran status.” (Article 153 in City Code)
2. Diversity Mission
Having a mission statement on diversity established by a city council provides a foundation for
city management and administration recognition that diversity is a priority in all city personnel
practices and decision-making. A mission statement generates a purposeful sense of direction for
the city—internally as well as externally. Persons being considered for appointment or for hiring
can be provided with the city mission statement and can know that psycho-social and cultural
differences will be respected and valued.
3. Diversity Plan
A diversity plan provides a means for the diversity mission to be understood, adopted, measured
and amended. Generating diversity in a workforce of volunteers and employees can take several
years and must be manageable and sustainable.
4. Diversity Plan Management and Accountability
Depending on the form of city government, the implementation and oversight of a plan for
diversity needs to be the responsibility of the chief executive who can delegate specific
responsibilities for management of a plan to the director of human resources for city employees
and to a city clerk or other person responsible for management of plan components relating to
volunteer personnel.
For the city’s diversity mission to succeed with its workforce and volunteers, responsible managers
and department administrators must be committed and accountable for making diversity in both
employees and volunteers a priority and also provide frequent support through communications
with staff, volunteers, and the public at large.
At the close of each fiscal year, the city executive, or his/her designee, needs to prepare a report
on the diversity status of all employees and volunteers, share the report with a human rights
commission or personnel board for review and comment, and then submit the report with
comments to the city council.
5. Diversity Training
The director of human resource could be in a position to initiate equitability and diversity training
for departments after initial training by a diversity program facilitator. Through new employee
orientation and frequent training occurring no less than annually, employees will be able to
understand and value more readily staff diversity and its benefits. Such training can be integrated
with other training related to human resources and cultural competence/sensitivity. On-going
training in diversity, along with mentoring and internship initiatives, can provide a foundation for
achieving higher levels of diversity awareness, overcoming unconscious biases, education on
organizational benefits, advanced sensitivity to issues, personnel retention, and inclusivity.
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In the management of volunteer personnel selected by City Council to serve on boards,
commissions and authorities, understanding the city’s diversity mission will be important
preparation for citizen volunteers’ participation in decision-making and advisory service roles.
Establishment of new volunteer orientation sessions will be essential for meeting this plan’s goals.
6. Recruiting, Screening, and Hiring Staff from Diverse Minorities
The need for outreach distribution of employment and volunteer position openings can best be
addressed by using multiple means of social media in efforts to inform highly diverse groups of
potentially qualified candidates. Diversity recruiting needs to include local newspapers but also
Facebook, blogs, and emailing to minority organizational contacts, newsletter editors, employment
offices, selected internet sites, professional organizations—as well as postings in public buildings,
businesses and locations frequented by minority populations, and more as may be needed.
Established procedures for screening of top applicants needs to involve reference checks and
include the participation of a director of human resources or other designated administrative staff
representative in addition to the department head involved in filling the position. Final confidential
screening only by the human resources director should include background checks.
7. Community Engagement in City Government Diversity
City Council’s process for filling a vacancy on an authority, board or commission should be an
open process which allows time for processing recommendations from City Council members and
individuals as well as the respective authority, board or commission involved. There also needs to
be outreach engagement with neighborhood associations as well as other organizations
representing or advocating for diversity interests in the community. Each candidate needs to
confirm interest in serving by applying online, by postal delivery, or in person to the city clerk or
volunteer manager who shall impartially administer the interviews and record the selection
outcomes. (See Appendix C for current Morgantown volunteer application form.)
Annual or periodic communication with outreach organizations needs to involve evaluation of
outreach effectiveness and organization communication preferences.
To assure transparency, interviews of candidates for volunteer positions need publish on agendas
and otherwise be open to the community. City council members need to be informed on the
diversity status of current membership of the authority, board or commission before decisionmaking processes on selection of a volunteer begin.
8. Formal Mentoring to Minority Employees
Recruiting diversity in personnel is only part of the challenge in addressing lack of diversity.
Essential to progress is supporting retention through coaching and mentoring of minority
employees to familiarize them with the city’s norms and expectations while supporting them in
their abilities to make use of their unique perspectives. Such support and attention can promote
high productivity, better overall workforce performance, and higher organization proficiency.
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9. Minority Internship Program
Internship programs help students and other prospective job candidates learn from a prototypical
structured learning environment as well as provide an opportunity to test out new skills. For
workplace personnel, it allows established employees to become familiar with persons who may
be different but not part of their work force. Both have the potential for a stimulating and more
inclusive work and learning experience. The overall experience can provide an excellent means
for connecting minority job candidates with future city employment as opportunities permit.
10. Diversity Management Review by Human Rights Commission
Even though the city executive is the primary director to oversee the implementation of a city’s
plan for diversity, a city’s human rights commission is in a position to help monitor the status of a
plan’s implementation. The city’s annual reporting of comparative personnel statistics for both
workforce employees by department and selected city volunteers makes it possible for the
Commission to help monitor progress in Plan implementation and in personnel diversity and to
report on its review annually to the city council at the close of each fiscal year.
11. EEO/Affirmative Action Plan/Non-Discrimination
A city’s plan for diversity offers a process by which goals and objectives of an EEO/Affirmative
Action Plan relating to personnel can be implemented and achieved. In the event that an
EEO/Affirmative Action Plan should not be required by federal or state law, the city’s Plan for
DEI remains a means by which the city can sustain its process for working toward increased
organization inclusivity and proficiency through generation and protection of diversity in both
employees and volunteer participation.
In West Virginia the State Human Rights Commission is the designated EEO Commission and can
be a primary resource for processing charges by employees or applicants because of employment
discrimination relating to race, color, religion, sex, pregnancy, national origin, age (40 and older),
disability, or genetic information. The EEOC often tries to settle claims with the help of a mediator.
Sometimes, the EEOC takes cases to court. The EEOC does not charge a fee to investigate, mediate
or litigate charges. The EEOC also educates employers, employees and the public about job
discrimination. Supplemental nondiscrimination protections relating to sexual orientation, gender
identity and veteran status are available through the City Human Rights Commission. (See Article
153 of the Morgantown City Code.)
12. Comparable Statistics Monitoring and Reporting.
Utilizing the city’s demographic representations of various ethnic groups reported in Census data
is an established means for estimating progress toward proportional representations in a city’s
personnel. Communities and institutions which do not utilize personnel in a manner which reflect
proportional representation are more open to criticism in crisis. Studies purport that when
municipalities reflect the demographic representation of the communities they serve, they will be
more responsive to the public and perform better. (n, o, bb, etc.)
The comparable internal statistics on workforce and volunteer personnel by the City of
Morgantown need to be evaluated by race (black, Hispanic, Native American, Asian, white,
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other/unknown), age and generational diversity (40+, under 40), gender (male, female,
transgender, non-binary), and disability based on self-disclosure.
When statistical standards are not applicable—such as with measurement of gender identity
information, the availability of city policies which comply with national equity standards can be
reported. (For example, see National Center for Transgender Equality website.) On policy matters
related to gender identity, the implementation of standards specified in the Municipal Equality
Index conducted by the national Human Rights Campaign can be included with annual municipal
statistical reports.

PART FIVE: STRATEGIES FOR IMPLEMENTING THE DIVERSITY MANAGEMENT
PRACTICES
This Section identifies 32 actions which will strategically enable improvement of diversity, equity
and inclusion in the City of Morgantown’s employment and volunteer workforces. The numbering
of the strategic action steps corresponds to the numbers of the Diversity Management Practices
selected and presented in Part Four.
1.1 Adoption of Non-Discrimination Ordinance Relating to City Employment
To promote employee equity and inclusion, and to manage diversity in the workplace, the City
will make employment decisions – including imposing work conditions; granting privileges;
determining pay, benefits, bonuses, and time off; advertising positions; recruiting; hiring;
retirement; termination of employment; decreasing or restricting benefits; or agreements
respecting the conditions of separation from employment – in a manner designed to promote equity
and ensure nondiscrimination with respect to the protected classifications identified in Article 153
of the City Code and any other protected classifications established by Equal Employment
Opportunity laws.
The City will use the data from the annual review of the diversity status in volunteer representation
and workforce as a consideration when filling vacancies to facilitate its commitment to a fair,
equitable and diverse workforce that represents the diversity within the City.
Under employment discrimination laws, the City will protect employees in actions involving
diversity such as harassment, retaliation, employment advertisements, and promotions.
All such issues as well as a need for authorized appeal procedures are essential to a municipal
corporate foundation for non-discrimination standards and employee leadership training.
1.2 Annual Salary, Benefit, Bonus, and Time-Off Audit
Each fiscal year, the City Human Resources Director shall review all salary, benefit, bonus and
time benefits for each employee to assure employment system equity while respecting employee
diversity and/or reasonable specific health needs of a spouse or legal domestic partner.

1

11

City of Morgantown Strategic Plan for Diversity, Equity, and Inclusion

2.1 Adoption of a City Mission Statement
A city’s mission statement needs to include an articulation of the city’s commitment to diversity,
equity, and inclusion. A statement generated by the City Human Rights Commission which follows
is an example of such a statement:
“Our mission is to value and serve the entire diverse community of Morgantown by
providing responsive, effective, and cost-efficient mandated services supplemented by
resourceful, collaborative initiatives to enhance the quality, prosperity, health and safety
in life for all—today, tomorrow, and further in the future.”
City Council must adopt a mission statement with opportunities for public input in order for it to
have broad-based usefulness.
3.1 Adoption of a Diversity Plan
Having a diversity plan can support consistent application of diversity management initiatives and
increase the potential for both protective and productive outcomes. Procedures and standards
relating to both employees and volunteers working for the City allows the City to more effectively
maintain goal-directed services, take advantage of diversity in present and future personnel,
provide legal protections from discrimination, and generate and support an even more proficient,
satisfying, and valued service experience for all involved.
3.2 Statement of Purpose for the Diversity, Equity, and Inclusion Plan
The purpose of the City of Morgantown Strategic Plan for Diversity, Equity and Inclusion (Plan
for DEI) is to create a diverse volunteer assemblage and a respected community of employees in
the City’s workforces consistent with the diversity in the City’s population baselines determined
by Census data. The plan’s mission is:
1) to demonstrate diversity and inclusivity in City employment and volunteer participation in
the City;
2) overcome actual discrimination on the basis of race, religion, color, national origin,
ancestry, sex, sexual orientation, gender identity, age, blindness, disability, familial status
or veteran status which can limit opportunities for individuals and the potential proficiency
of the City; and
3) to affirm the demonstrated benefits of a diverse workplace where empowered persons are
treated with equity and justice while working together to provide quality, customeroriented services to meet the needs of the public.
The City Council must adopt a plan for diversity, equity and inclusion in order for it to be a
foundation for priority policies for the City.
3.2 Goal Statements for Plan for DEI
The goals for this Plan for DEI are as follows:
1. To promote and sustain employee and volunteer personnel management practices in
Morgantown City Government to strategically generate and support greater diversity,
equity and inclusivity in City personnel.
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2. To develop personnel measurement procedures to provide for annual assessment and
reporting on personnel diversification in relation to census information and another adopted
baseline information.
3. To promote inclusive engagement of city residents in the work of the City through
outreach, education, reporting, and advocacy.
It is to address these goals that the following additional Diversity Management Practices are
recommended.
4.1 City Manager to Lead Diversity Program
The implementation and oversight of the Plan for DEI in Morgantown needs to be activated by the
City Council assigning responsibility for the program to the City Manager, who could in turn
delegate specific responsibilities for management of the Plan to the Director of Human Resources
for city employees and to the City Clerk for management of Plan components relating to volunteer
personnel. The responsibility for ultimate oversight of the program would remain with the City
Manager who would supervise the preparation of an annual report at the end of each fiscal year.
4.2 Information for Public Reporting
The offices responsible for volunteer service coordination and the human resources office for city
employees shall collect and retain information necessary for the completion of the City Manager’s
annual report as specified in this Plan.
4.3 Administrative Transitions
After a year of DEI Plan implementation, the Director of Human Resources and the City Clerk
would survey the members of the Morgantown City Council to determine recommended courses
of action relating to DEI continuity when administrative transitions occur.
5.1 Training Program on Diversity and Orientation to Cultural Competence/Sensitivity
Skills
After the Plan for DEI is adopted by City Council, it is recommended that the city engage
diversity/cultural competence facilitators to provide basic orientation of city employees to the DEI
program and City diversity classifications. The facilitators would prepare to meet first with the
City Manager(s), the Human Resource Director, the City Councilors, department heads with the
Human Resource Director, and then provide orientation to diversity and basic cultural
competence/sensitivity training for aggregations of city employees.
The facilitator would then meet with the City Clerk, Mayor and City Manager to help plan
orientation sessions for newly appointed volunteer members of authorities, boards, and
commissions and after swearing the new advisors, to provide orientation to the City’s mission
statement, the City’s protected classifications, its goals of diversity in personnel and in-service
delivery, and other pertinent information.
The City Council will need to authorize expenditure of funds for contracts for multiple sessions
with diversity/cultural competence and bias awareness facilitators as needed.
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5.2 Training Coordination
Establish the Human Resources Department as the designated training coordination center for all
city staff training including training for diversity, equity, and inclusion concepts and skills.
Establish the City Clerk’s Office as the designated training coordination center for the training and
orientation relating to diversity and cultural competence /sensitivity for all newly appointed
members of authorities, boards, and commissions. Incorporate training responsibilities in job
descriptions of leadership personnel involved.
5.3 Training Outcomes
Establish quantitative and qualitative measures of training program related to City DEI Goals.
5.4 City Council Training
Provide volunteer training session on diversity and cultural competency/sensitivity to all City
Council members every two years when new council members are selected.
5.5 Online Complaint/Compliment Portal
Modify as possible the online complaint portal for each city department to include also a capability
for receiving compliments and inform the public of that capability on the City web site.
6.1 Social Media Outreach on All Posted Vacancies
Establish and sustain the practice of the Human Resources Office working with the City
Communications Coordinator to use online and printed media outreach to inform neighborhood
and special interest populations on externally posted city employment vacancies. Examples of
outreach recipient organizations for personnel recruitment and annual reporting will include
neighborhood associations and the Neighborhood Coordinating Council; minority liaison
organizations; social justice and minority advocacy organizations; and interested service,
education and religious organizations wishing to receive regular distribution of information.
Individuals may request access to distributed information annually. The status of the City’s
outreach list for employment outreach will be reviewed annually by the Human Rights
Commission and the City Manager’s Office.
7.1 Community Engagement in City Government Diversity
City Council’s process for filling a vacancy on an authority, board or commission shall be an open
process which allows time for processing recommendations from City Council members and
individuals as well as the respective authority, board or commission involved. The City Clerk in
coordination with the City Communications Coordinator shall be responsible for conducting
online and media outreach to City residents relating to city volunteer vacancies on authorities,
boards, and commissions. to neighborhood associations as well as to other organizations
representing or advocating for diversity interests in the community. According to City policies,
unless otherwise specified, all appointed candidates are to be residents of the City of Morgantown.
Examples of outreach recipient organizations for recruitment of diversity for volunteer positions
are neighborhood associations and the Neighborhood Coordinating Council; minority liaison
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organizations; interested service clubs, professional development associations, social justice and
minority advocacy entities, and religious organizations requesting regular distribution of volunteer
vacancy information relating to City related authorities, boards and commission. The status of
outreach list for volunteer candidates will be reviewed annually by the Human Rights Commission
and the City Manager’s Office.
7.2 Annual Review of Outreach Communication
Annual or periodic communication with outreach organizations shall include evaluations of
outreach effectiveness and organization communication preferences.
7.3 Outreach Workshop on Authorities, Boards and Commissions
With the leadership of the Mayor or Deputy Mayor with the City Clerk and the participation of
some volunteers on authorities, boards, and/or commissions, the City shall conduct outreach to
neighborhoods and other interested entities to provide information and discussion for members of
the general public who may be interested in learning more about City volunteer advisory
opportunities.
7.4 Face-to-Face Meetings
City Councilors and volunteer representatives will be encouraged by the Mayor, the Deputy
Mayor, and the City Clerk to convene face-to-face meetings with interested prospects or candidates
for volunteer positions in City governance from a wide range of organizations, neighborhoods,
hospitals, industries, chambers, occupations, industries, etc.
An alternative means for generating face-to-face meetings with prospects or candidates interested
in volunteer service to the City might be to conduct a “Citizens’ City Government Academy” in
which a series of classes on topics relating to city governance in Morgantown could be offered to
interested local citizens. (See Appendix G for a draft format for a Citizens’ City Government
Academy.)
7.5 Review of Diverse Neighborhood Representation
During the first quarter of each fiscal year, the Human Rights Commission shall work with the
Mayor, Deputy Mayor and City Clerk to review the diversity status in volunteer representation, to
make recommendations, and to reinforce efforts to have City authorities, boards, and commissions
represent a diversity of Morgantown residents.
7.6 Applications for Volunteer Positions on Authorities, Boards and Commissions
To confirm and record interest in specific volunteer positions within the city governance, each
candidate shall submit an application online, by postal delivery or in person to the City Clerk who
shall impartially administer the interviews and record the selection outcomes. Applications shall
be considered active for 12 months after which interested candidates must renew their applications
at their own initiatives.

15

City of Morgantown Strategic Plan for Diversity, Equity, and Inclusion

7.7 Transparency of Interview and Selection Procedures
To support transparency, names of prospective candidates to be interviewed for volunteer positions
on authorities, boards and commissions will be posted on Council special meeting agendas in
accordance with provisions for special meetings as required by the WV Open Governmental
Meetings Act. Interviews are considered to be personnel matters and conducted in Executive
Sessions. However, candidates may request an open interview a week in advance. The City
Council members will strive to assure that appointments to authorities, boards and commissions
represent the diversity of the community. Community members are valued stakeholders in this
process. Interested stakeholders are encouraged to reach out to their City Council representative
to express support or concerns about a perspective candidate for volunteer positions prior to the
advertised scheduled interviews.
7.8 Conflict of Interest
In order to protect the public interest, any voting member of an authority, board or commission
with a conflict of interest relating to a binding legal decision shall withdraw from the decisionmaking process related thereto due to potential personal interest, prejudice or partiality.
7.9 Length of Service
The City Council shall review length of service of members of authorities, boards and commissions
reapplying for reappointment and encourage the involvement of new members when deemed
practicable. Reappointment of an existing member is not automatic. New membership has the
potential of increasing community involvement in City government. To achieve a goal of
increasing community involvement, the Council may consider steps such as establishing term
limits, adding members, recommending use of ad hoc committees and volunteers. According to
BoardSource.org, the most common (72%) term structure for non-profit board terms is two
consecutive three-year terms.
7.10 Appointments Not Biased by Race, Age, Gender or Gender Identity nor Other Human
Rights Ordinance Classifications
In appointing volunteers to authorities, boards and commissions, the City Council shall not
discriminate. Neither shall there be discrimination on the basis of age, race, color, culture,
abilities/disabilities, sexual orientation, gender, gender identity, family or veteran status as well as
the technical needs specific to an authority, board, or commission.
8.1 Formal Mentoring to Minority Employees
Whenever a person with minority background is employed, the personnel director may offer to
link the new minority person with an existing minority mentor for six months to help establish
support productive integration and to promote employee retention.
9.1 Internship Program and Minorities
When students serve internships with the City, the director of personnel will select intern personnel
based on qualifications without discrimination. Should qualifications be judged to be equal, the
personnel director will give priority to the applicant, if any, which is part of an under-represented
minority in the City staff. The director of personnel will take steps to introduce the intern to other
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minority persons on the City’s workforce to reduce experiences of isolation and to promote a
comprehensive welcome for the intern.
10.1 Diversity Management Review by the Human Rights Commission.
The Human Rights Commission shall review the City Manager’s information for public reports
and all pertinent demographics to assess the city’s progress in complying with the goals of the Plan
for Diversity, Equity, and Inclusion. It shall report its findings to the City Council by the August
Committee of the Whole and may recommend strategies and targets to be considered for the year
ahead.
11.1 EEO/Affirmative Action/Non-Discrimination
Information on the EEOC, Affirmative Action requirements and the City Non-Discrimination
Ordinance will be included in diversity training provided by the City’s personnel office.
12.1 Annual Workforce Demographic Reports
The DEI Plan focuses on the generation of annual reports at the end of the fiscal year under the
direction of the City Manager to identify, profile and track diversity in both City employment and
in volunteer participation on authorities, boards, and commissions. These reports will key on data
from each City Department and each authority, board, and commission pertaining to race, gender,
age, and disability and the subcategories provided in paragraph 12 in Part Four on pages 10-11.
Where practicable, this data will be compared with the Census Data percentages for the City of
Morgantown to determine comparative proportionality. The reports shall be transmitted to the
Human Rights Commission for review, comment, recommendations which will be submitted to
the City Manager and then to the City Council for public review at the September Committee of
the Whole meeting.
It is important that successes in achieving diversity be acknowledged publicly to encourage other
organizations in the city to adopt standards of equity. (y, r, bb)
It must be noted, that in accordance with guidelines of the federal Office of Management and
Budget, race and gender data is collected by the Census Bureau and through the American
Community Survey is based on self-identification. Accordingly, all employees are free to selfidentify personal data or not-to-participate in the disclosure of personal information on age, gender,
gender identity, sexual orientation, disabilities or any other classification. It is notable, however,
that the purpose of this Plan and its collective annual disclosure is to strengthen acceptance of
representative diversity both within the City government and in the community as a whole.
13.1 Related Strategies to be Implemented at a Later Time
There are issues which will need to be addressed as the City’s Plan for Diversity, Equity and
Inclusion is launched, utilized and evaluated. Many of the adjustments will need to be made by the
Human Resources and City Clerk’s offices with the guidance and authorization of the City
Manager. Some policy changes may need to be addressed by the City Council.
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It is essential, however, that as the Plan’s program evolves, it incorporates input from employees
on its assessment as well as on its emerging goals, strategies and targets. Employees more engaged
in the process will be more engaged in the program’s outcome. The overall performance outcome
of the DEI Plan program may be enhanced by the establishment of an interdepartmental committee
to advise on identification of modifications and alternatives in evaluations, efficiencies.
competencies, responsibilities, training, relating to diversity management improvements.
Similar input from policy volunteers working with authorities, boards and commissions may
contribute to a gradual enhancement of volunteer experience for persons serving as members of
the City’s advisory and decision-making entities as well.
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APPENDIX A: MORGANTOWN SELECTED CENSUS PROFILES
U.S. Census Information relating to Morgantown and Monongalia County
1. Total Population Disaggregated by Race, White Alone/Non-White. 1960 to 2010
2. Total Population 2010 by (Declared) Gender
3. 2010 Foreign Born Region of Origin/Morgantown
4. City of Morgantown 2010 Population by Age, White and Non-White
5. Total Population 2010 by Disability Status
6. Monongalia County 2010 Population by Age
7. Morgantown 2010 Poverty Rate
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Morgantown Population Disaggregated by Race
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Morgantown 2010 Region of Origin

7%
Foreign Born
American Born

93%

Morgantown 2010 Population by Age
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Morgantown 2010 Population by Disability
Status
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Monongalia County 2010 Population by Age
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Morgantown 2010 Poverty Rate

35%
Persons in poverty
Persons not in poverty

65%
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APPENDIX B: LISTING OF MORGANTOWN AUTHORITIES, BOARDS,
COMMISSIONS, AND DEPARTMENTS
Listing of City of Morgantown Authorities, Boards, Commissions, and Departments
June – 2010 (partially updated))
City Departments – 255 Employees
Airport
City Attorneys
City Clerk – Elections, Meetings and Records, Applications for Appointments
City Hall – Administration, Public Information Services, Maintenance
Code Enforcement
Engineering
Finance
Fire – 48 paid firefighters; 3 stations; ISO Class 3
Human Resources
Information Technology
Municipal Court
Planning – Zoning Code updated in 2007
Police – 67 trained and sworn officers
Public Works – Including Street Department, Signs and Signals
Urban Landscaping

Free Standing Departments – 322 Full-time and Part-Time Employees
BOPARC – Recreation, Parks, Theatre, Trails
Morgantown Utility Board – Water, Sanitary Sewer, Storm Water Management
Parking Authority – Parking Garages, Parking Lots, On-Street Parking

Collaborative/Contracted/Supported Services (18 organizations)
Bartlett House Homeless Shelter – County ae al
City-County Transit Authority – w/ University support
Fairmont-Morgantown Housing Authority
Greater Morgantown Convention and Visitors Bureau – w/ County
Greater Morgantown Metropolitan Planning Organization – County, 4 Communities
Library – Central library in City plus Aull Center; 4 branches outside of City – with County, State
Main Street Morgantown – w/ County
Mon River Trails Conservancy – w/ County
Monongalia County Animal Control
Monongalia County Development Authority
Monongalia County Health Department
Monongalia County Solid Waste Authority
Morgantown Area Economic Partnership – County
Region VI PDC – Area Municipalities, Six Counties
Republic Waste Services – Fairmont - Private
Sunnyside-Up Neighborhood Revitalization – w/ University support
Teen Court - w/County, Courts (inactive)
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West Virginia Botanical Garden – Located on City property
Your Community Foundation – A Community Trust w/ City Art Fund

Volunteer Boards, Commissions, Committees and Authorities – 274 Volunteer Positions
(29 organizations listed in alphabetical order)
Airport Advisory Committee b
Board of Zoning Appeals a
Board of Park and Recreation Commissioners a
Building Code Appeals Board a
Community Design Team a,b,c,e
Fire Civil Service Commission a
Historic Landmarks Commission a
Human Rights Commission a
Library Board of Directors a
Metropolitan Theatre Commission a
Morgantown Building Commission a
Morgantown Utility Board a
Municipal Bicycle Board c (Traffic Commission)
Museum Commission a
Municipal Green Team b,e

Neighborhood Coordinating Council d
(Includes 9 Neighborhood Associations)
Parking Authority a
Pedestrian Safety Board c (Traffic Commission) e
Personnel Board c
Planning Commission a
Police Civil Service Commission a
Rental Housing Advisory Commission a
Sister City Commission a
Traffic Commission a
Urban Landscape Commission a
Urban Tree Board c (Urb. Land. Commission) e
Ward and Boundary Commission a
Wellness Commission a
Woodburn Commission a

a= Council Appointed
b= City Manager Appointed
c= Commission Appointed/Approved
d= Neighborhood Association Appointed
e= Open Membership

Inactive/Deactivated Commissions
Solid Waste Advisory Committee
Youth Commission
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APPENDIX C: CURRENT APPLICATION FORM FOR VOLUNTEER
POSITIONS
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APPENDIX D: EXECUTIVE SUMMARY OF HUMAN RIGHTS NEED
SURVEY OF 2014
2014 Morgantown Human Rights Needs Survey
(Excerpts of a summary report prepared by the Morgantown Human Rights Commission)
September 15, 2014
What is the Morgantown Human Rights Needs Survey?
The City of Morgantown Human Rights Commission (HRC) sponsored and conducted a mixedmode community survey of Morgantown, WV residents to identify current community human
rights needs and to solicit community input on ways to make Morgantown a more inclusive city.
Conducted between January and June 2014, the survey was distributed by Commission members
to various interest and diversity groups, neighborhood organizations, service clubs, West Virginia
University faculty and students, as well as senior citizens of Morgantown. It was made available
at public special events, on the City website, and by individual appointments with a Human Rights
Commissioner held at the public library. The survey was administered by HRC members and
volunteers from partnering organizations and was administered in the form of a web or paper
survey. Large print and Braille formats were available. A total of 657 Morgantown residents
responded to the community survey.
It is important to note that the survey was not intended or designed to be a scientific research study
but rather a community process to systematically gather opinions to inform the HRC, City Council,
and other interested organizations. The information is being used by the HRC to develop a
community action plan for making Morgantown a more inclusive city.
Recommendations for making Morgantown a more inclusive city: Respondents were asked to
select five top areas (among a list of 16) in which Morgantown should improve to be a more
inclusive city (Q5). Key areas identified by respondents included housing (58.9%), livable wages
(52.4%), transportation (48.4%), and mental health and addictive services (41.7%). Almost a
third of respondents also selected employment (35.2%); human services such as food, clothing and
shelter (30.7%); and better pollution control (30.1%). Least important to respondents were dining
establishments or bars and church or religious participation (each less than 10.0%).
A complete copy of the 2014 Morgantown Human Rights Need Survey is available on line at the
City website. Search “Morgantown WV Human Rights”
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APPENDIX E: LIST OF BENEFITS FOR CITY EMPLOYEES
City of Morgantown Civil Service Employee Benefits
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City of Morgantown Non-Civil Service Employee Benefits
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APPENDIX F: CULTURAL PROFICIENCY CONTINUUM
Cultural Proficiency Continuum

(ways of seeing and responding to differences)

A. Cultural destructiveness – See the difference, stomp it out:
• The elimination of other people’s cultures
B. Cultural incapacity – See the difference, make it wrong:
• Belief in the superiority of one’s culture and behavior that disempowers another’s culture
C. Cultural blindness – See the difference, act like you don’t:
• Acting as if the cultural differences you see do not matter or recognizing that there are
differences among and between cultures
D. Cultural pre-competence – See the difference, respond inadequately:
• Aware of the limitations of one’s skills or organization’s practices when interacting with
other cultural groups
E. Cultural competence- See the difference, understand:
• The difference that difference makes: Interacting with other cultural groups using five
essential elements of cultural proficiency as the standard for individual behavior and
school practices
F. Cultural proficiency – See the difference and respond positively and affirmingly:
• Esteeming culture, knowing how to learn about individual and organizational culture, and
interacting effectively in a variety of cultural environments
Prepared by: Creative Commons Attribution-Non-Commercial 4.0 International License
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APPENDIX G: CITIZENS CITY GOVERNMENT ACADEMY FORMAT
City of Morgantown
Citizens City Government Academy
(Possible Course Prototype)
Purpose:
To provide a public education opportunity to support a more informed citizenry which can
participate more effectively in local government service, projects and decision making.
Program Format:
Twelve weekly three-hour sessions could be offered beginning in September and January. The
sessions could be scheduled on Thursday evenings 6:00 – 9:00 p.m.
The WVU Department of Public Administration could explore ways in which the course may be
taken for either academic credit or continuing education credit.
Organization:
The Academy will be administered by
(Name)
in conjunction with an advisory
board consisting of the Mayor and/or appointed City Council member(s), representatives of the
City Administration and neighborhood associations, and, if possible, a faculty representative of
the WVU Department of Public administration.
Teaching Faculty:
Presenters at each session would be City staff /representatives or panels with elected officials
related to the topics involved. Presentations//panels could be arranged with WVU faculty as
topics and timing permit.
Admission, Enrollment, and Program Completion:
Admission would be open to residents, students, or business owners. Persons must be sixteen
years of age and older. Enrollment would be limited to 30 persons due to size of facilities and
management of course materials. A certificate could be awarded to those completing the program
and a course evaluation. Persons would be asked to commit themselves to attending a minimum
of eight sessions. An honors certificate could be awarded to those who meet higher standards for
attendance, participation and presentation.
Expense:
No tuition cost for general admission students. If the Citizens City Government Academy is
offered for academic credit, participants taking course for credit would be required to pay WVU
academic program fees.
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Application:
All individuals interested should apply online or pickup an application at the City Clerk’s Office
at the City Hall at 389 Spruce Street. Applications will also be available at the Morgantown
Municipal Library.
Course Prospectus:
Session 1: Form of Government: The Charter, Organization, City Council, and
Intergovernmental Responsibilities and Relations
Session 2: City Code; Authorities, Boards and Commissions
Session 3: Taxation and City Finances
Session 4: Planning and Zoning
Session 5: Hometown Security: MECCA, Police, Fire and EMS, Traffic Court
Session 6: Housing, Code Enforcement, Preservation
Session 7: Parking and Pedestrians
Session 8: Transportation Jurisdictions, Alternatives and Planning
Session 9: Public Works and Public Utilities
Session 10: Green Space, Parks and Recreation
Session 11: Public Process and Citizen Participation; Human Rights
Session 12: Neighborhood Associations and Neighborhood Coordinating Council
Contact Information:
For further information contact…
(Name)
City of Morgantown
389 Spruce Street
Morgantown, WV 2650
Email:
Phone: 304-284-XXXX
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APPENDIX H: EQUAL EMPLOYMENT OPPORTUNITY COMMISSION
(EEOC) DEFINITION OF HARASSMENT
Harassment
Harassment is a form of employment discrimination that violates Title VII of the Civil Rights Act
of 1964, the Age Discrimination in Employment Act of 1967, (ADEA), and the Americans with
Disabilities Act of 1990, (ADA).
Harassment is unwelcome conduct that is based on race, color, religion, sex (including pregnancy),
national origin, age (40 or older), disability or genetic information. Harassment becomes unlawful
where 1) enduring the offensive conduct becomes a condition of continued employment, or 2) the
conduct is severe or pervasive enough to create a work environment that a reasonable person would
consider intimidating, hostile, or abusive. Anti-discrimination laws also prohibit harassment
against individuals in retaliation for filing a discrimination charge, testifying, or participating in
any way in an investigation, proceeding, or lawsuit under these laws; or opposing employment
practices that they reasonably believe discriminate against individuals, in violation of these laws.
Petty slights, annoyances, and isolated incidents (unless extremely serious) will not rise to the level
of illegality. To be unlawful, the conduct must create a work environment that would be
intimidating, hostile, or offensive to reasonable people.
Offensive conduct may include, but is not limited to, offensive jokes, slurs, epithets or name
calling, physical assaults or threats, intimidation, ridicule or mockery, insults or put-downs,
offensive objects or pictures, and interference with work performance. Harassment can occur in a
variety of circumstances, including, but not limited to, the following:
•
•
•

The harasser can be the victim's supervisor, a supervisor in another area, an agent of the
employer, a co-worker, or a non-employee.
The victim does not have to be the person harassed, but can be anyone affected by the offensive
conduct.
Unlawful harassment may occur without economic injury to, or discharge of, the victim.

Prevention is the best tool to eliminate harassment in the workplace. Employers are encouraged to
take appropriate steps to prevent and correct unlawful harassment. They should clearly
communicate to employees that unwelcome harassing conduct will not be tolerated. They can do
this by establishing an effective complaint or grievance process, providing anti-harassment
training to their managers and employees, and taking immediate and appropriate action when an
employee complains. Employers should strive to create an environment in which employees feel
free to raise concerns and are confident that those concerns will be addressed.
Employees are encouraged to inform the harasser directly that the conduct is unwelcome and must
stop. Employees should also report harassment to management at an early stage to prevent its
escalation.

Employer Liability for Harassment
The employer is automatically liable for harassment by a supervisor that results in a negative
employment action such as termination, failure to promote or hire, and loss of wages. If the
supervisor's harassment results in a hostile work environment, the employer can avoid liability
only if it can prove that: 1) it reasonably tried to prevent and promptly correct the harassing
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behavior; and 2) the employee unreasonably failed to take advantage of any preventive or
corrective opportunities provided by the employer.
The employer will be liable for harassment by non-supervisory employees or non-employees over
whom it has control (e.g., independent contractors or customers on the premises), if it knew, or
should have known about the harassment and failed to take prompt and appropriate corrective
action.
When investigating allegations of harassment, the EEOC looks at the entire record: including the
nature of the conduct, and the context in which the alleged incidents occurred. A determination of
whether harassment is severe or pervasive enough to be illegal is made on a case-by-case basis.
If you believe that the harassment you are experiencing or witnessing is of a specifically sexual
nature, you may want to see EEOC's information on sexual harassment.
Source: https://www.eeoc.gov/laws/types/harassment.cfm
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APPENDIX I: LIST OF ORDINANCES REQUIRED TO IMPLEMENT
THE PLAN FOR DIVERSITY, EQUITY, AND INCLUSION
List of Ordinances Required to Implement the Plan for Diversity, Equity, and Inclusion
RESOLUTION ADOPTING DIVERSITY, EQUITY, AND INCLUSION PLAN
The City of Morgantown hereby resolves that the enclosed “Strategic Plan for Diversity, Equity,
and Inclusion” prepared by the Morgantown Human Rights Commission is adopted by the City
and shall be used as a plan for implementing diversity, equity, and inclusion initiatives among
the City’s employees and volunteers and in the community as a whole.
The City of Morgantown further resolves that the dedicated volunteers of the Morgantown
Human Rights Commission are commended for their preparation of the Strategic Plan for
Diversity, Equity, and Inclusion.
ORDINANCES
Article 111.
Policies and Procedures.
111.03. Diversity Policy.
(a)
Legislative Findings and Purpose. The City Council of the City of Morgantown finds
that having a mission statement on diversity established by City Council provides a foundation
for city management and administration recognition that diversity is a priority in all city
personnel practices and decision-making. The City Council further finds that a mission statement
generates a purposeful sense of direction for the City—internally as well as externally. The City
Council further finds that a mission statement will inform applicants for appointment or for
hiring that psycho-social and cultural differences will be respected and valued.
(b)
Diversity Mission Statement. The following mission statement is adopted by the City:
“Our mission is to value and serve the entire diverse community of Morgantown by providing
responsive, effective, and cost-efficient mandated services supplemented by resourceful,
collaborative initiatives to enhance the quality, prosperity, health and safety in life for all—
today, tomorrow, and further in the future.”
(d)
Adoption of Policies. The Strategic Plan for Diversity, Equity, and Inclusion
adopted by the City Council on October 1, 2019, shall operate as a policy of the City guiding the
implementation of initiatives reflecting the City’s Diversity Mission Statement. The provisions
of the Strategic Plan for Diversity, Equity, and Inclusion shall be non-binding guidance unless
separately adopted by action of City Council.
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APPENDIX J: PROJECTED DISTRIBUTION PROFILES FOR
RESPONSIBILITIES IN IMPLEMENTATION OF DEI PLAN
City Manager
4.1 City Manager to Lead Diversity Program
TWO CORE RESPONSIBILITES OF THE CITY MANAGER are the oversight of the
implementation of the Plan for Diversity, Equity and Inclusion through, first, the delegation
of responsibility for incorporation of diversity, equity and inclusion standards in City
personnel services and the reporting annually on City employee diversity profiles and
training initiatives completed during each fiscal year. These responsibilities are expected
to be delegated to the Director for Human Resources.
The second delegation is for the use and promotion of diversity outreach recruitment and
orientation protocols in the management of City volunteers appointed by the City Council.
It is expected that these responsibilities will be delegated to the City Clerk. In order to
prepare an annual report on volunteer diversity, it is presumed that City Clerk office will
maintain a digitized record on diversity information received voluntarily from volunteer
candidates either on application forms or as voluntarily disclosed during orientation
sessions.
12.2 Annual Demographic Report
Upon a schedule determined by the City Manager, the Director of City Human Resources
and the City Clerk shall submit numerical reports on the diversity of employees (by
department) and volunteers (by board, commission or authority)—along with descriptions
of training or orientations provided—to the office of the City Manager. The City Manager’s
office will be responsible for compiling the information for an ANNUAL DIVERSITY
REPORT and add comparative information on race, declared gender, region of origin, age
and disability for distribution to the Human Rights Commission and the Neighborhood
Coordinating Council for review and comment. The report with review and comments
received shall be submitted to the City Council for public review at a Council meeting
during the month of September.
5.2 Training Hubs
DESIGNATE the Human Resources Department for all staff training including training for
diversity, equity and inclusion concepts and skills. Establish the Office of the City Clerk
as a training hub for volunteer orientation and training including orientation relating to
diversity and cultural competence/sensitivity for all newly appointed advisory volunteers.
5.1 Initial Training on Diversity and Orientation to Cultural Competence/Sensitivity Skills
CONTRACT/ENGAGE with a cultural competence facilitator to provide basic orientation
of city employees to the DEI Program. After meeting with the City Manager(s), the
Director of Human Resources, department heads with the Director of Human Resources,
the facilitator would provide an orientation to diversity and basic cultural
competence/sensitivity training for aggregations of city employees. Thereafter, the
facilitator would meet with the City Clerk, Mayor and City Manager to help plan
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orientation sessions for newly appointed volunteer advisors for authorities, boards, and
commissions.
5.4 City Council Training
EVERY TWO YEARS or when new City Council members are selected, the City Manager
shall have the responsibility for organizing orientation and training on diversity and
cultural competency/sensitivity related to the Diversity, Equity and Inclusion Plan and to
procedures utilized in orienting and training new employees and volunteers.
5.5 Online Complaint/Compliment Portal
The Office of the City Manager shall have ONGOING responsibility for supervising the
availability of contact with the City administration for complaints/Compliments utilizing
the City website home page.
City Attorney
1.1 Adoption of Non-Discrimination Ordinance Relating to City Employment
DRAFT DOCUMENT for Presentation to City Council.
3.1 Adoption of a Plan for DEI
DEVELOP AN ORDINANCE which provides authorization for an approved but
amendable plan for diversity, equity and inclusion to be used in the personnel management
for City employees and Council appointed volunteers.
City Clerk
5.1 Initial Training on Diversity and Orientation to Cultural Competency/Sensitivity Skills
PARTICIPATE and plan orientation sessions for newly appointed city volunteers.
5.2 Training Hubs
Office of the City Clerk will be designated as a training hub for volunteer orientation and
training including orientation relating to diversity and cultural competence/sensitivity for
all newly appointed advisory volunteers.
7.3 Outreach Workshop on Authorities, Boards, and Commissions
In cooperation with the Mayor and deputy Mayor, the City Clerk shall assist in organizing
an ANNUAL OUTREACH WORSHOP—or other process—to inform the general public
on City volunteer advisory opportunities.
7.4 Face-to-Face Meetings
ENCOURAGE face-to-face meeting by City Councilors with prospects or candidates for
volunteer positions in City governance from a wide range of organizations, neighborhoods,
hospitals, industries, chambers, occupations, etc.
7.6 Applications for Volunteer Positions on Authorities, Boards and Commissions
IMPARTIALLY ADMINISTER APPLICATION PROCEDURES—online, postal
delivery, and walk-in—for candidates interested volunteer positions in city governance,
record selection outcomes with volunteered diversity data, and retain active applications of
non-accepted candidates for no less than 12 months.
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4.2 Information for Public Reporting
OFFICE OF THE CITY CLERK shall collect and retain information voluntarily provided
as necessary for the completion of the City Manager’s ANNUAL REPORT as specified in
the approved Plan for DEI.
7.7 Transparency of Interview and Selection Procedures
7.9 Term Limits
INTERVIEWS of each candidate for volunteer positions shall be open to all persons with
the exception of other candidates competing in the same selection process. The City Clerk
shall provide advance information to the City Council on 1) the current diversity status of
the authority, board or commission to which an appointment is to be made, 2) the number
of terms served by each candidate being considered.
City Human Resources Director
2.1 Annual Salary, Benefit, Bonus, and Time-Off Audit
Each fiscal year the City Human Resources shall review all salary, benefit, bonus and time
benefits for each employee to assure employment system equity regardless of employee
diversity or specific health needs of a spouse or legal domestic partner. ONGOING.
4.2 Information for Public Reporting
The Human Resources Department shall collect and retain information voluntarily
provided as necessary for the completion of the City Manager’s ANNUAL DIVERSITY
REPORT as specified in the approved Plan for DEI (12.2).
5.2 Training Hubs
The Human Resources Department will be designated as a training hub for all staff training
including training for diversity, equity and inclusion concepts and skills.
5.1 Initial Training on Diversity and Orientation to Cultural Competence/Sensitivity Skills
The City will contract with a cultural competence facilitator to provide basic orientation of
city employees to the DEI Program. After meeting with the City Manager(s), the Director
of Human Resources, department heads with the Director of Human Resources, the
facilitator would provide an orientation to diversity and basic cultural
competence/sensitivity training for aggregations of city employees. From this experience,
the Director of Human Resources will be prepared to provide orientation for new
department heads on City goals and objectives for diversity and to facilitate increased
cultural competence/sensitivity skills of employees.
12.2 Annual Demographic Report
AT THE END OF THE FISCAL YEAR the Director of City Human Resources shall
submit numerical profile reports on the diversity of employees (by department) along with
descriptions of training or orientations provided - to the office of the City Manager. The
City Manager’s office will be responsible for compiling the information for an ANNUAL
DIVERSITY REPORT for distribution to the Human Rights Commission and the
Neighborhood Coordinating Council for review and comment. The report with review and
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comments received shall be submitted to the City Council for public review at a Council
meeting during the month of September.
City Communications Coordinator
6.1 Social Media Outreach on all Posted Vacancies
7.1 Community Engagement in City Government Diversity
WORKING WITH THE CITY CLERK AND HUMAN RESOURCES DIRECTOR, the
Communications Coordinator shall assist in establishing and maintaining online and
printed media outreach to inform the public – including neighborhood and special interest
groups on volunteer openings and externally posted city employment vacancies.
7.2 Annual Review of Outreach Communication
NO LESS THAN ANNUALLY, the Communications Coordination shall offer
communication network updates and evaluations on outreach effectiveness.
City Council
3.1 Adoption of a Diversity, Equity and Inclusion Plan
2.1 Adoption of a Mission Statement
ADOPT AN ORDINANCE authorizing use of an approved but amendable Plan for DEI to
be used in the management of City employees and Council appointed volunteers.
APPROVE an acceptable Diversity, Equity, and Inclusion Plan for management of City
Employees and Council appointed volunteers. This action would involve approval of plan
components including a mission statement (2.1), statement of purpose (3.2), goal
statements (3.2), city manager leadership (4.1), reporting (4.2 and 12.2), administrative
transitions (4.3), training (5.1-3), complaint/compliment management (5.5), outreach on
all employment and volunteer posted vacancies (6.1, 7.1-4), community engagement
processes (7.1), selection procedures (7.6-7), conflict of interest and term limits (7.8-7.9),
and protections relating to gender and minorities (7.10-11.1).
7.4 Face-to-Face Meetings
FACE-TO-FACE MEETINGS BY CITY COUNCILORS with potential candidates for
City volunteer position will be encouraged by the Mayor, Deputy Mayor and City Clerk.
An alternative might be the conduct of a Citizens’ City Government Academy or other
means for promoting informed interest in service on City boards, commissions or
authorities.
12.2 Annual Diversity Report
ANNUALY REVIEW ANNUAL DIVERSITY REPORT PUBLICALLY IN
SEPTEMBER annual administrative reports on the diversity in City employment and
volunteer participation after their review by the Human Rights Commission and the
Neighborhood Coordinating Council.
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Neighborhood Coordinating Council
12.2 Annual Diversity Report
IF NCC SCHEDULING PERMITS, the Neighborhood Coordinating Council shall have
an opportunity to review the Annual Diversity Report and to prepare review and comment
to be included with the Reports submission to City Council as information at a meeting
during the month of September.
Human Rights Commission
10.1 Diversity Management Review by the Human Rights Commission
The Human Rights Commission shall review the City Manager’s Annual Diversity Report
and all pertinent demographics to assess the city’s progress in complying with the goals of
the Plan for DEI. It shall report its findings to the City Council before September Council
meetings.
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APPENDIX K: PRESENTATION ON DIVERSITY IN THE WORKPLACE
(PUBLISHED BY MORGANTOWN DOMINION POST)

Appendix K-1

City of Morgantown Strategic Plan for Diversity, Equity, and Inclusion

Appendix K-2

