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CLAS Committee

January 14, 2026

Attendees: Tasha Calix, Summer Brancoccio, Ciara Guile, Kai Ridore, Ebony Robinson, Lisa Schmitter, Gina Wilkins, Stacey Wolff
Location: Virtual by Zoom
Discussion:
Action Items – October 2025
· Summer consulted with the DMHAS Multicultural Services Advisory Committee (MSAC) regarding the Floating/Swapping Holiday policy.  The MSAC is responsible for development and monitoring of cultural competence plans for all state-funded behavioral health organizations. Due to staff feedback that they cannot swap state holidays (often Christian-based) due to school observances, resulting in childcare conflicts, NCAAR sought ideas to improve this policy.  It was reported that other agencies do not often provide a Floating/Swapping holiday policy, so additional guidance was not provided. NCAAR determined the Extra Holiday given in December can now be applied at any time throughout the year to assist with flexibility. 
·  The Public Affairs unit is willing to do “Zoom Rooms” for policy updates if there is staff interest. This was postponed due to the holidays and legislative break due to the gubernatorial election. As the new legislative session begins, the unit is reviewing newly introduced bills to identify priorities.
· Lisa is posting the CLAS Committee Notes to the ncaarinfo.org website, per request from the Employee Satisfaction Survey. 
· Stacey followed up with IT regarding establishing a holiday tracking system in the new e-timesheet due to the Floating/Swapping Holiday policy. Unfortunately, programming this is cost prohibitive at this time. Alternative tracking methods are being explored. 
· Gina provided an update on the Mediation Committee:
· Results on the survey to clarify staff concerns about “fear of retaliation” were reviewed. These included fears from experiences in other organizations and past staff members at NCAAR, fear of changes in the supervisory relationship if conflict is discussed, fear of being “called out,” “yelled at,” or “getting in trouble,” fear of getting fired, fear of being micromanaged, and witnessing favoritism.
· Gina is developing an application and interview process to identify internal mediators. 
· Stacey is developing a description of the mediator's role and responsibilities. 
New Business
· The results of the 2025 Employee Satisfaction Survey were discussed and upon administrative review of all the comments, it was noted that “favoritism” was mentioned multiple times. CLAS Committee members did not feel this was related to issues of race, gender, religion, or another demographic category. A lengthy discussion focused on how favoritism manifests within the organization including, but not limited to: 
· “Reverse” favoritism where those who are consistently high performers feel relied upon more to provide coverage, additional work, or feel a higher expectation is placed on them. 
· Friendships that develop as peers and continue when one person is promoted and now in a supervisory role can lead to favoritism. In the past, NCAAR had strict policies about friendships across various roles and has since eased those restrictions. Summer acknowledged that favoritism is a natural human inclination and certainly exists within NCAAR and other workplaces. Those in leadership roles are as vulnerable to this as anyone else but need to be particularly aware of its impact to prevent inequitable treatment or behavior. It is expected that everyone is held to an equitable standard, and actions are taken appropriately to ensure this standard, regardless of personal relationships amongst staff. This can also be an issue in relationships amongst supervisors and managers. 
· Summer discussed the difference between equity and equality, noting that there are bound to be differences in support, accommodation, or oversight because everyone’s needs are different. Each person arrives with a different skill set, life experience, work/educational experience, learning style, resiliency, interpersonal skills, or someone may have a personal issue that is impacting their work. The Employee Satisfaction Survey overwhelmingly indicated that NCAAR’s strength is supporting and making accommodations for staff if a personal issue arises. So, while it cannot be denied that favoritism exists, there may be other reasons there are differences in how people are given support. 
· CLAS Members did not identify other policies or practices for review by the CLAS Committee at this time. To allow for more work by the Mediation Committee and additional review of policies, the next CLAS meeting will be scheduled for June 10, 2026, at 8:30am. 
Action Items
Summer & Lisa
· Review NCAAR policies and practices and the current NCAAR CLAS Plan to identify areas for improvement. 
Stacey & Gina
· Continue development of implementation plan in Mediation Committee.
CLAS Members
· Think about other policies and practices for review of this Committee
Next meeting: Wednesday, June 10, 2026, 8:30am-9:30am
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