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PATHWAYS TO ACTION: STRATEGIC PLAN 

Themes 

ACCOUNTABILITY: OCCH will support and advance the Pathways to Action work. Pathways to Action (PTA) processes, goals, activities, 

expectations, and outcomes will be made clear to all OCCH members through consistent, ongoing, two-way communication. Team member 

feedback will be elicited throughout planning and execution phases.  Performance appraisals for OCCH leaders will include measures of PTA 

goals.    

OFFICE CULTURE: OCCH office culture reflects the beliefs and values of our team members as well as the overall goals of the organization. PTA 

will contribute to the creation of an inclusive office culture through the promotion of anti-racist language, development of support systems for 

team members, ongoing training opportunities, and modification of core values to reflect PTA goals.  

PROFESSIONAL DEVELOPMENT: OCCH is committed to providing development opportunities that reflect PTA goals through supporting 

membership in BIPOC (Black, Indigenous, People of Color) professional organizations, providing opportunities for BIPOC team members to 

connect with one another and by supporting the development of individualized professional development plans and career ladders.  

REPRESENTATION: OCCH recognizes the importance of having a diverse staff at all levels and of reflecting and supporting the communities we 

serve. PTA will work to promote the visibility and accomplishments of BIPOC team members and collaborating organizations, support anti-racist 

and BIPOC local businesses, ensure that our materials are culturally responsive, and actively recruit BIPOC team members into leadership roles.  

SELF-STUDY: OCCH acknowledges that current organizational structures carry bias that can contribute to structural racism. PTA will assess 

current policies for racial bias and develop equitable systems for team member evaluation and advancement.  

SUSTAINABILITY: OCCH is committed to advancing PTA goals. PTA efforts will be sustained through material investments, creation of the OCCH 

Equity Committee, development of clear metrics to measure progress, and an accessible and transparent outcome measurement tool for our 

institution and organizational partners to track PTA accomplishments.  

TRAINING: OCCH recognizes the value of an enhanced training curriculum to address PTA goals. Team members will be given opportunities to 

build on their understanding of anti-racism, racial justice, and structural racism through a calendar of training events and activities throughout 

the year.  
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Theme(s) Root Issue Intervention  Action steps Effort / 
Impact 

Success measure 

Representation 
 

Meetings and 
convenings 
do not 
sufficiently 
respect staff 
and 
participant 
culture and 
preferences. 

Purchase meals 
from BIPOC-owned 
food vendors for 
staff meetings and 
community events. 

 Index BIPOC food vendors. 

 Meet with OCCH and medical center 
purchasers to create protocol for 
patronage of the indexed food 
vendors.  

 Share list and protocol for use within 
OCCH. 

Mid / Mid 
 

$$$s or ratio of funds 
spent at BIPOC food 
vendors. 
 

OCCH does 
not prioritize 
investment in 
the 
communities 
that 
programs 
serve. 

Purchase supplies 
from BIPOC vendors 
for office needs. 

 Index BIPOC businesses. 

 Identify types of expenditures that 
could be sourced from BIPOC 
businesses.  

 Meet with OCCH and medical center 
purchasers to create protocol for 
patronage of the indexed businesses. 

 Share list and protocol for use within 
OCCH. 

Mid / Mid 
 

$$$s or ratio of funds 
spent at BIPOC businesses. 
 

BIPOC are 
under-
represented 
among OCCH 
staff.  

Recruit BIPOC staff 
for vacant roles, 
particularly 
leadership roles. 

 Review existing recruitment practices 
and identify strategies to widen 
candidate pool.  

 Index recruitment opportunities that 
promote a diverse candidate pool. 

 Ensure that recruitment utilizes 
recommended strategies. 

Mid / Hi Proportion of BIPOC new 
hires. 
 
Proportion of BIPOC in 
leadership roles. 
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Representation; 
Self-Study 

BIPOC 
community 
agencies are 
not well-
resourced as 
compared to 
non-BIPOC 
community 
agencies.  

Share resources and 
strategically partner  
with community 
agencies 
demonstrating a 
strong history of 
anti-racist and 
equity work. 

 Index community organizations with 
demonstrated expertise in anti-racist 
and equity work with input from 
Community Relations Manager 
(CRM). 

 CRM to develop protocol for 
engaging community organizations.  

 Vet community index document with 
CASE (Collaboration for Asthma 
Equity). 

 Invite identified organizations to 
collaborate as 
partners/contractors/sub-recipients 
on grants and gifts. 

Mid / Hi # of OCCH grants/gifts 
where organizations with 
demonstrated expertise 
are included. 
 
# of new partnerships 
developed with anti-racist 
community organizations. 

Current 
performance 
evaluation 
systems carry 
inherent 
biases 
reflective of 
structural 
racism.  
 

Develop equitable 
systems for staff 
evaluation and 
advancement.  

 Define and disseminate clear 
definition of structural racism and its 
impact on office dynamics, 
performance, and community 
outreach. 

 Identify performance metrics that 
carry bias. 

 Work with HR to identify alternative, 
culturally and racially-sensitive 
metrics. 

 Implement revised performance 
evaluation strategy to integrate 
updated metrics. 

Hi/Hi # of new DEI metrics.  
 
# of employees engaged 
with new performance 
evaluation strategy. 
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Representation; 
Self-Study 

OCCH 
marketing 
and reporting 
materials do 
not optimally 
represent the 
populations 
where our 
programs are 
centered or 
our 
workforce. 
 

Diversify print 
materials by 
engagement with 
marketing team 
through a process 
of cultural 
review/vetting. 
 

 Review existing OCCH 
marketing/reporting materials.  

 Review current process for creation 
and dissemination of materials.  

 Engage OCCH Equity Committee in 
vetting materials. 

 Identify funds and sites for new 
pictures, inclusive of stock imagery 
sites. 

 Identify marketing processes that are 
open to team member engagement. 

 Field-test materials. 

 Revise and disseminate updated 
materials. 

Hi/Hi # of newly-developed 
materials. 
 
% of materials deemed 
culturally-appropriate and 
representative by OCCH 
Equity Committee review. 
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Representation; 
Office Culture 

Fears of 
saying “the 
wrong thing” 
due to 
constantly 
evolving 
“correct” 
language 
inhibits 
discussion. 
  
 

Promote comfort in 
the use of direct 
terms such as 
”Black community," 
"anti-racism," 
"white supremacy," 
and “Black Lives 
Matter" (BLM) to 
directly call out 
issues of racial and 
social justice. Avoid 
the use of less 
controversial, more 
comfortable, less 
descriptive terms 
(e.g., "vulnerable 
populations," 
"minorities") that 
are dilutive, 
imprecise, or may 
be “code” for toxic 
stereotyping. 
 

 Identify, define, and update anti-
racist and identity-based 
language/usage. 

 Promote preferred terms to ensure 
clarity and reduce anxiety. 

 Include preferred language (e.g., anti-
racist language) into job descriptions 
and interview questions. 

 Inform and endorse the 
organizational Equity Style Guide and 
model its use in all OCCH marketing 
materials. 

 Endorse anti-racism as a Core 
Behavior. 

Mid/Mid % of job descriptions with 
modified language. 
 
% of OCCH marketing and 
reporting materials 
conforming to Equity Style 
Guide. 
 
 

Sustainability; 
Professional 
Development 
 
 
 
 
 
 
 

BIPOC 
employees 
lack sufficient 
supports to 
succeed in a 
working 
environment 
that is 
majority non-
BIPOC. 

Develop equitable 
individualized 
development plans 
and career ladders 
supported by 
specific DEI action 
steps. 

 Review existing development plans 
for areas of improvement.  

 Recommend DEI-related changes. 

 Implement modified development 
plans with DEI focus. 

Mid / Hi % of team members with 
modified development 
plans. 
 
Staff satisfaction with 
professional development 
plans.  
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Sustainability; 
Professional 
Development 
 

BIPOC 
employees 
have 
insufficient 
opportunities 
to connect 
with one 
another and 
other BIPOC 
individuals in 
their fields for 
support.  

Connect employees 
with BIPOC 
chapters of 
professional 
organizations (e.g., 
Black Caucus of 
Health Workers, 
Nurses Association). 

 Identify memberships that serve a 
business purpose such as 
professional development. 

 Develop list of engagement 
opportunities (e.g., serve on advisory 
board; assist with project; participate 
in community events, etc.) with clear 
pathways for employees to access 
those opportunities. 

 Develop policy/guidelines for types of 
organizations where membership 
fees would be reimbursable to ensure 
BIPOC representation. 

 Fund/reimburse membership fees for 
relevant professional organizations. 

Low/Hi % of BIPOC employees with 
professional memberships. 
 
# of reimbursed 
professional memberships. 
 

Create quarterly 
opportunities for 
BIPOC employees to 
connect (e.g., “First 
Fridays”). 
 

 Review previous and existing 
opportunities to connect colleagues 
across different OCCH programs (e.g., 
coffee and connections). 

 Curate and market opportunities to 
connect BIPOC team members. 

Low/Hi # events scheduled. 
 
# of attendees. 

Accountability; 
Sustainability 
 
 
 
 

Pathways to 
Action lacks a 
clear plan for 
sustainability 
within OCCH.  

Establish OCCH 
Equity Committee. 
 

 Develop mission, charter, strategic 
goals, and tactical plan for the year. 

 Enact a key set of DEI 
recommendations on a regular basis. 

 Create agreement with leadership 
around accountability. 

Med/Hi Development of mission, 
charter, and strategic 
goals. 
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Accountability; 
Sustainability 

OCCH lacks a 
demonstrated 
commitment 
to anti-racism 
work and 
should be 
held 
accountable 
to achieving 
PTA goals. 

Develop a 
statement of 
support for BLM. 
 
 
 

 Outline Pathways to Action process 
and recommendations. 

 Draft a statement in support of BLM 
that is rooted in the Pathways to 
Action processes and vetted by 
appropriate stakeholders (e.g., OCCH 
Equity Committee, leadership). 

 Identify communication channel to 
disseminate statement. 

 Publish/share statement. 

Low/Hi Release of statement by 
the end of the first quarter 
of 2021. 

OCCH lacks 
clear baseline 
DEI metrics to 
monitor and 
gauge 
progress. 
 

Establish baseline 
from which to 
measure impact of 
Pathways to Action 
initiative.  

 Identify existing performance 
measures that carry bias and work 
with HR to identify alternative 
metrics. 

 Utilize recent employee engagement 
survey to help inform baseline for DEI 
metrics 

 Commit to embedding DEI metrics in 
regular performance evaluations. 

Hi/Hi # new performance 
measures established. 

Training Team 
members lack 
access to 
learning 
opportunities 
related to 
racism and 
equity. 
 

Engage agencies 
with a strong 
history of anti-racist 
and equity work to 
provide learning 
opportunities. 

 Obtain indexed list of anti-racist 
organizations. 

 Identify speakers and areas of 
expertise within indexed 
organizations to deliver DEI/anti-
racism training. 

 Leverage UCONN DEI initiative. 
o Identify UConn DEI schedule. 
o Forward UCONN DEI 

initiatives to OCCH faculty 
and staff. 

 Create a DEI calendar of events 
featuring identified speakers. 

Mid/Hi # of organizations engaged. 
 
# of trainings conducted. 
 
# of attendees. 
 
Pre/post survey results. 
 
 

   




