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Executive Summary 
 
 

As Chancellor, I see every day the critical role that Berkeley's outstanding staff plays in helping to build 
and support the excellence of our campus. 

- Chancellor Robert Birgeneau, Nov. 7, 2008 
 
UC Berkeley is one of the best teaching and research institutions in the world.  As such, advancing not 
only academics, but also excellence in administration and operations is key to our ongoing success.  Staff 
contributions in these areas are essential.  Diversity, equity, and inclusion are core to our mission as a 
public university.  Currently, Berkeley has a newly established Office of Equity and Inclusion as well as a 
new performance evaluation form with inclusiveness as a core competency. 
 
To better understand the meaning of inclusiveness, as well as how it can be supported through training 
and development, our LDP project team conducted a comprehensive research study.  We began by 
consulting the literature on inclusiveness.  We also administered a campus survey and conducted 
interviews and focus groups.  In addition, we interviewed peer institutions for insights on best practices.  
 
Our core findings indicate that diversity and inclusiveness are related but separate terms.  Diversity is 
about differences, while inclusiveness is about the process.  We discovered that strong campus support 
for advancing diversity and inclusion is tempered by a deep concern for honoring a longstanding Cal 
history of social justice efforts.  Respect for differences, fairness, a sense of belonging, access and 
opportunity, shared information, and participatory decision-making are all essential to the practice of 
inclusiveness.  Findings also indicate that transparency, accountability, and ways to measure progress 
are important.  To further advance diversity, equity, and inclusion, our team proposes a campus-wide 
definition of inclusiveness, performance management clarifications, and training and development 
programs.   
 
We recommend that campus-wide initiatives be supported and guided by the following Inclusiveness 
Statement:   
 
Inclusiveness is a respectful way of creating value from the differences of all members of our community, 
in order to leverage talent and foster both individual and organizational excellence. 
 
In addition, we recommend that the Inclusiveness Statement be accompanied by seven guiding 
principles, known as The Principles of Inclusion.  The Inclusiveness Statement, along with the Principles 
ƻŦ LƴŎƭǳǎƛƻƴΣ ŀŦŦƛǊƳǎ ƻǳǊ ŎŀƳǇǳǎΩ ŎƻƳƳƛǘƳŜƴǘ ǘƻ ƛƴŎƭǳǎƛǾŜƴŜǎǎΦ  
 
Lƴ ƻǊŘŜǊ ǘƻ ŦǳǊǘƘŜǊ ŎƭŀǊƛŦȅ ƻǳǊ ŎŀƳǇǳǎΩ ǳƴŘŜǊstanding of inclusiveness in performance management, we 
recommend a modification to the existing definition of inclusiveness on the performance evaluation 
form.  To assist in the evaluation of inclusiveness as a core competency, we recommend behavior-based 
metrics.  These metrics can and should be further enhanced with unit-specific behavioral examples.  So 
that all supervisors and employees can benefit from a shared understanding, we also recommend 
development of a web page containing specific behavioral examples.  
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Finally, findings indicate that staff training is a valuable and essential component of university life.  
While many training and development opportunities currently exist on campus, due to our decentralized 
structure they can be difficult to find or not tailored to specific unit needs.  Given the strong interest for 
inclusiveness training and development, we recommend that the campus establish an umbrella program 
called the Cal Inclusiveness Education Program.  A key component of this program includes campus-wide 
and unit-level needs assessments in order to target development areas.  We recommend utilizing a 
three-level, multi-dimensional training design.  By coordinating and consolidating inclusiveness training, 
the needs of both individuals and units can be more readily addressed.  
 
We feel the implementation of these recommendations will foster not only an increased awareness and 
understanding of inclusiveness, but also greater clarity for measurement.  Understanding our diversity 
and embracing it through inclusiveness will enable Berkeley to become an employer of choice and 
sustain its excellence in the global arena of higher education. 
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Introduction and Project Overview 
 
 
The University of California is world-renowned for innovation and excellence in higher education.  In 
recent years, UC governing bodies have affirmed a commitment to diversity as core to the mission of 
public education.  As the flagship and premier institution in the system, the University of California, 
Berkeley, under the leadership of Chancellor Birgeneau, has launched a five to ten year campus-wide 
initiative for progress on diversity, equity, and inclusion.  The newly established office of Equity and 
Inclusion headed by Vice Chancellor Gibor Basri is essential to this initiative.  
 
In addition, the Berkeley Administration Division, under the leadership of Vice Chancellor Nathan 
Brostrom, has affirmed that understanding and advancing diversity is essential to effective 
administrative and operational services.  The campus movement toward advancing equity, diversity, and 
inclusion also forms a major aspect of current approaches to performance management, which include a 
newly added core competency of inclusiveness in non-represented staff performance evaluations.  
 
While excellence in higher education often focuses on faculty and students, the offices of Equity and 
Inclusion and Administration recognize the value of staff to the on-going success of our institution.  
Staff, who are largely responsible for day-to-day operations and administration, are often the unsung 
heroes of our institution.  Cal has received numerous top rankings for academics and research, but it 
does not feature prominently in reviews of academic work environments, such as The Chronicle of 
Higher EduŎŀǘƛƻƴΩǎ άDǊŜŀǘ /ƻƭƭŜƎŜǎ ǘƻ ²ƻǊƪ CƻǊΣέ ƻǊ 5ƛǾŜǊǎƛǘȅLƴŎΩǎ ά¢ƻǇ /ƻƭƭŜƎŜǎ ŀƴŘ ¦ƴƛǾŜǊǎƛǘƛŜǎΦέ  Yet 
recruitment and retention of top talent is crucial for not only faculty and students, but also for staff.  
 
In order to understand more about how staff diversity and inclusion contribute to excellence at 
Berkeley, Vice Chancellor for Administration Nathan Brostrom and Vice Chancellor for Equity and 
Inclusion Gibor Basri collaborated to sponsor this project on the topic of inclusiveness.  The Office of 
Equity and Inclusion charged us with providing a campus-wide definition of inclusiveness.  For 
Administration, we have taken on the task of recommending how the campus should define, evaluate, 
and support the performance management competency of inclusiveness.  
 
This report provides a general campus or organizational definition of inclusiveness, along with a 
performance management definition of inclusiveness as a core competency.  In addition, we present 
behavior-based metrics for performance evaluations, as well as practical examples of those behaviors.  
Finally, we provide recommendations for training programs and activities that foster and develop the 
competency of inclusiveness. 
 
In support of data-driven recommendations, our team conducted interviews at UC Berkeley and peer 
institutions, held two focus groups with Berkeley staff members, administered an electronic survey, and 
extensively reviewed the literature on inclusiveness.  Through systematic analysis of the data sets, a 
series of core findings emerged to produce recommendations for defining, evaluating, and supporting 
the core competency of inclusiveness.  We also note implications for further study and provide possible 
next steps.  
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Finally, through dedicated group process, our team also conducted a meta-experiment on the lived 
experience of inclusiveness.  By intentionally focusing on team formation, ground rules, participatory 
decision-making, rotation of team roles, inclusiveness stories, conflict management, and group 
evaluation, we invested the extra time it takes to be inclusive.  This project is a record of our 
experiences of frustration, challenge, inspiration, and deeper connection.  For our team, the experience 
of building group trust and creating an enhanced product more than justified the time and effort 
required of inclusiveness.  
 
We therefore whole-heartedly support the worthy endeavor of promoting inclusiveness throughout the 
Berkeley campus. 
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Methods and Analysis 
 
 

Overview 
 
The project team acquired data for analysis using four collection methods:  a review of current 
literature, including a best practices analysis of peer institutions; an electronic survey of non-
represented staff; interviews with experts and key stakeholders; and two focus groups comprised of UC 
Berkeley staff. 
 
We began the data collection process with a review of the literature relevant to inclusiveness and 
diversity.  We divided this process into both a review of peer-reviewed journals and published reports by 
experts, as well as a review of peer institution and University of California best practices.  This review of 
the current body of knowledge provided background information for the rest of the data collection 
process and identified best practice institutions for further investigation. 
 
The team conducted an electronic survey to obtain direct input from UC Berkeley non-represented staff 
members (the new form that contains a competency on inclusiveness is not currently used to evaluate 
represented staff).  Two thousand randomly selected non-represented employees, including both 
supervisors and non-supervisors, received invitations for the survey.  The survey contained eight 
questions, which respondents answered online. 
 
We also conducted interviews with 16 UC Berkeley employees who are experts on inclusion and/or key 
stakeholders in the project.  We asked each of these staff members seven open-ended questions related 
to our project deliverables, as discussed in the introduction to this report.  We also conducted 
interviews with five other inclusion experts from several best practice institutions identified by the 
review. 
 
Finally, the project team conducted two focus groups on the UC Berkeley campus to gather information 
related to our deliverables.  Nineteen staff members attended in total and discussed four open-ended 
questions for 90 minutes in each group. 
 
In the following sections, we discuss in detail each of these data collection methods, along with the 
procedures that we used to analyze the resulting data. 
 

Literature Review Methods and Analysis 
 
To guide the project teŀƳΩǎ ǊŜǎŜŀǊŎƘ ƻƴ ǘƘŜ ǘƻǇƛŎ ƻŦ ƛƴŎƭǳǎƛǾŜƴŜǎǎ, we first performed a review of the 
current body of knowledge, focusing on peer-reviewed literature and published expert opinions.  The 
project team conducted a database search with ERIC, Google Scholar, PubMed, and the UC Berkeley 
ƭƛōǊŀǊȅ ǿŜōǎƛǘŜΣ ǳǎƛƴƎ ŎƻƳōƛƴŀǘƛƻƴǎ ƻŦ ƪŜȅǿƻǊŘǎ ǎǳŎƘ ŀǎΣ άƛnclusivenessΣέ άƛƴŎƭǳǎƛƻƴΣέ άŘƛǾŜǊǎƛǘȅΣέ 
άdefinition,έ άperformance managementέ and άtraining and development.έ  The project team read and 
critically analyzed the selected articles, and then extracted relevant information. 
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We also reviewed published expert reports on the subject of inclusiveness, using the same Google 
keyword searches noted above.  The team read and critically analyzed reports, book chapters, and white 
papers identified by this process.  In total, we collected and analyzed over 40 published documents for 
our literature review (see Bibliography and Appendix D). 
 
The project team also collected information from peer institutions on the general topic of staff 
inclusiveness in higher education, with the goal of identifying possible best practices.  We examined 11 
other institutions within the UC System and 18 other universities, identified as peers, Chronicle of Higher 
Education 2008 Great Colleges to Work For, or Association of American Colleges and Universities 
diversity innovators (see Appendix G).  We also looked at several corporations identified in DiversityIncΩǎ 
Top 50 Companies for Diversity rankings, but two issues led us to concentrate on higher education 
institutions.  First, these companies seemed to provide no public information on performance 
evaluation, which most of them treat as a market differentiator.  In addition, the universities that we 
reviewed offered training/development and diversity programs that were very similar to those offered 
by these companies. 
 
From the results of these two reviews, we extracted 14 organization-wide definitions of inclusiveness, 
19 definitions found on performance management evaluation forms, and six sets of inclusive behaviors 
used as examples on those forms.  We analyzed this data by conducting a word frequency analysis, 
followed by a concept extraction analysis (see Appendix D).  This process involved three team members, 
one of whom pulled definitions and behaviors from the collected data.  The other two team members 
then independently identified major concepts or themes in the definitions and behaviors, compared 
results, and arrived at a consensus.  Detailed results for these analyses appear in Appendix D. 
 

Survey Methods and Analysis 
 
For our survey, non-represented, non-academic staff members comprised our target population, since 
the new performance management form is currently limited to that staff group.  In order to gather their 
input, we selected a random sample of 2,000 to participate in the survey.  We obtained eligible email 
addresses from the Personnel Payroll System and selected the sample using random numbers generated 
in Excel.  Non-supervisory staff made up approximately 75% of the random sample, with supervisors and 
managers comprising the remainder. 
 
The survey included a combination of multiple-choice and open-ended questions.  We based the 
questions on best practices research and analysis, focused on the definition of inclusiveness, behaviors, 
and training and development.  In particular, we used all of the phrases listed under the current core 
competency of inclusiveness as multiple-choice options in a question about the definition of 
inclusiveness.  The project team developed and refined questions with two of our functional sponsors 
who have experience with surveys:  Sidalia Reel, Director of Staff Diversity Initiatives in Equity and 
Inclusion, and Jeannine Raymond, Assistant Vice Chancellor ς Human Resources.  We then entered the 
questions in SurveyMonkey, a web-based survey tool. 
 
¢ƘŜ ǎǳǊǾŜȅ ƛƴǾƛǘŀǘƛƻƴ ǿŀǎ ǎŜƴǘ ǳƴŘŜǊ ±ƛŎŜ /ƘŀƴŎŜƭƭƻǊ .ǊƻǎǘǊƻƳΩǎ ǎƛƎƴŀǘǳǊŜ ƻƴ {ŜǇǘŜƳōŜǊ мтΣ нллуΦ  
Recipients accessed the survey using the SurveyMonkey URL, which was included in the email invitation.  
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We received 25 bounce-back messages, so the survey reached 1,975 staff members.  We kept the survey 
open for two weeks, closing it on October 1, 2008.  Due to the relatively large response that we 
received, we did not send follow-up reminder messages.  We did not ask the respondents to provide 
personally identifiable information, except for indicating whether they held a supervisory/managerial 
position.   
 
We received 507 responses, giving a 26% response rate.  Out of those responses, 274 (54%) were from 
supervisors or managers and 233 (46%) were from non-supervisory staff.  The supervisor/manager 
response rate was 52% and the non-supervisory staff response rate was 16%. 
 
Since the survey generated both qualitative and quantitative responses, our analysis methods varied by 
question.  For the open-ended responses, we conducted both word frequency and concept extraction 
analyses.  Similar to the process detailed ƛƴ ǘƘŜ ά[ƛǘŜǊŀǘǳǊŜ wŜǾƛŜǿ aŜǘƘƻŘǎ ŀƴŘ !ƴŀƭȅǎƛǎέ ǎŜŎǘƛƻƴ, the 
concept extractions involved multiple readings of the freeform survey responses in order to identify 
major concepts and themes.  In the analysis of the multiple-choice and coded open-ended responses, 
we used Survey Documentation & Analysis (SDA) software, ŎǊŜŀǘŜŘ ōȅ ¦/ .ŜǊƪŜƭŜȅΩǎ /ƻƳǇǳǘŜǊ-Assisted 
Survey Methods Program, to generate frequency tables and correlation statistics.  We then transferred 
summary statistics from SDA into Excel, which produced the charts that appear in Appendix E, our 
detailed discussion of survey results.  We analyzed the survey data both as a whole and by whether 
respondents were managers/supervisors or non-supervisors. 
 

Interview/ Focus Group Methods and Analysis 
 
To begin with, we consulted with sponsors, stakeholders, and others to identify campus subject matter 
experts on inclusiveness, performance management, training and development, and staff advocacy.  We 
also identified scholarly experts via our literature review.  We then conducted in-person interviews with 
21 UC Berkeley administrators, as well as conference call interviews with administrators at four peer 
universities (Appendix F contains a complete list of those we interviewed).  In addition, we held two 
focus group sessions with 19 Berkeley staff members who had a wide range of experiences and 
expertise, and who expressed highly diverse views. 
 
The team set the following protocols for conducting and recording the interviews:   
 
ω A minimum of two AIM members would participate in each interview. 
ω Team members agreed to record responses, not debate them. 
ω Team members agreed to follow up on responses for additional clarity or depth. 
ω All interviewers were to take notes and would reconcile them collaboratively as soon as possible 

after each interview. 
 

In 14 of our Berkeley interviews, we asked a standard set of seven questions that we sent to the 
interviewees ahead of time.  We designed these questions based upon the literature review and desired 
outcomes, to provide data for each area of our project objectives.  Appendix F contains both the 
interview questions and a summary of the processes that we used to analyze the resulting data.   
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The team also held two on-campus focus group sessions.  Invitations to the first focus group went to 
chairs and co-chairs of staff organizations.  Invitees for the second focus group also included staff 
members who are involved in campus advisory committees or diversity and equity issues.  We asked 
participants in both focus groups the same questions, which were a subset of the standard questions we 
asked campus leaders and subject matter experts.  The team designated two facilitators and two note 
takers for each focus group.  Afterwards, we compiled and sent the notes to the participants of the 
focus groups for possible corrections. 
 
The focus group analysis process corresponded to that of the individual interviews:  Two team members 
completed a separate and thorough concept extraction of the responses to each question.  Once the 
separate analyses were completed, the two team members reached agreement on a set of common 
themes.  A third team member served as a tiebreaker if the two team members analyzing the data could 
not come to an agreement.  We then added the concepts mentioned in the two focus groups to the 
concepts mentioned in the 14 interviews. 
 
For non-Berkeley interviews, the team decided to focus on peer institutions that demonstrated best 
practices in the areas of performance management and training and development.  We began by 
ƛŘŜƴǘƛŦȅƛƴƎ нф ƛƴǎǘƛǘǳǘƛƻƴǎ ŦƻǊ ŀŘŘƛǘƛƻƴŀƭ ǊŜǎŜŀǊŎƘΣ ŀǎ ƴƻǘŜŘ ŀōƻǾŜ ƛƴ ǘƘŜ ά[ƛǘŜǊŀǘǳǊŜ wŜǾƛŜǿ aŜǘƘƻŘǎ ŀƴŘ 
!ƴŀƭȅǎƛǎέ ǎŜŎǘƛƻƴΦ  For each of these, we examined performance evaluation forms, specifically looking 
for competencies on diversity or inclusiveness, along with behaviors associated with such competencies.  
We also examined diversity and inclusiveness websites, especially those dealing specifically with staff, 
along with offices and senior executives responsible for diversity and inclusion.  Finally, we looked for 
training and development activities related to diversity and inclusion. 
 
From this effort, we decided to conduct interviews with officials at four universities:  UC Davis, UC Irvine, 
Cornell University, and the University of Toronto.  These universities stood out as the most likely sources 
for useful information on best practices.  The UC Davis approach to inclusiveness attracted our 
attention, especially for their diversity and inclusiveness training program.  At UC Irvine, we noted the 
Diversity Development Program.  At Cornell University, we observed a strong, holistic focus on staff 
development and inclusiveness.  Finally, we found that the University of Toronto has a well-defined 
inclusiveness competency and performance management process.  We customized questions for each of 
the four universities, and then analyzed the data from each interview separately, using the same 
methods detailed above.  Appendix F contains a summary of each of these interviews. 
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Findings and Recommendations 
 
 

Overview 
 
We have divided our findings and recommendations into three main topic areas.  In the first section, 
ά5ŜŦƛƴƛƴƎ LƴŎƭǳǎƛǾŜƴŜǎǎ ŀǘ /ŀƭΣέ ǿŜ ǇǊƻǇƻǎŜ ŀ ŎŀƳǇǳǎ-wide definition of inclusiveness, which we call the 
Berkeley Inclusiveness Statement.  We propose seven Berkeley Principles of Inclusion, which build on 
the Principles of Community and the UC Diversity Statement.  We also suggest ways to build support for 
the new definition and the new principles. 
  
¢ƘŜ ǎŜŎƻƴŘ ǎŜŎǘƛƻƴΣ άLƴŎƭǳǎƛǾŜƴŜǎǎ ŀǎ ŀ /ƻǊŜ /ƻƳǇŜǘŜƴŎȅΣέ ǊŜŎƻƳƳŜƴŘǎ ƳƻŘƛŦȅƛƴƎ ǘƘŜ ŜȄƛǎǘƛƴƎ 
definition of inclusiveness in the performance management form for non-represented employees.  We 
provide a matrix of inclusiveness behaviors that covers each clause of the revised definition and each 
performance rating level.  We propose that individual campus units create their own examples of 
inclusiveness, which would become part of a generally accessible interactive website for inclusiveness 
behaviors. 
     
Lƴ ǘƘŜ ǘƘƛǊŘ ǎŜŎǘƛƻƴΣ ά¢ǊŀƛƴƛƴƎ ŀƴŘ 5ŜǾŜƭƻǇƳŜƴǘ ŦƻǊ LƴŎƭǳǎƛǾŜƴŜǎǎΣέ ǿŜ ǊŜǾƛŜǿ ŀ Ƙƻǎǘ ƻŦ ŎƘŀƭƭŜƴƎŜǎ ŀƴŘ 
discuss ways of defining and achieving successes.  We recommend the creation of a Cal Inclusiveness 
Education Program that consolidates and expands current diversity and inclusiveness training programs.  
We propose three levels of training and development, and especially recommend expanding campus 
mentoring programs.   
 

 
Defining Inclusiveness at Cal 

 
Inclusiveness is a specific strategic advantage that allows us to attract and retain talented people who 

could easily choose to move to other parts of the country. 
- Chancellor Birgeneau, Oct. 22, 2008 

 
Findings 
A primary deliverable of this project was to recommend a campus-wide definition of inclusiveness for 
the Office of Equity & Inclusion.  In support of our recommendation, we analyzed and synthesized 
findings from the literature review, the electronic survey, Equity & Inclusion town hall data, focus 
groups, and interviews.  
 
We conducted a word frequency analysis and concept extraction on a data set including 14 definitions, 
692 words, and 39 main concepts.  The most frequent word identified in the analysis is άdifferencesέ 
and the major concept is άfully utilizing diversity.έ  We also identified common themes in the literature.  
For example, about 75% of the definitions emphasized recognizing, understanding, and/or respecting 
differences.  Approximately a third of the definitions mentioned a sense of belonging and supporting 
excellence in others.  About 25% of the definitions included a theme of engaging or communicating with 
others (see Appendix D). 
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The literature further indicated that inclusiveness is an organizational strategy, a way of bringing out the 
best of a community by acknowledging that the different backgrounds and experiences of its members 
contribute to organizational excellence.  In general, the literature strongly differentiated inclusiveness 
from diversity.  Definitions typically referred to diversity as an attribute, dimension, or characteristic, 
ǊŜŦƭŜŎǘƛƴƎ ŘŜƳƻƎǊŀǇƘƛŎ Řŀǘŀ όǘƘŜ άǿƘŀǘέύΦ  LƴŎƭǳǎƛǾŜƴŜǎǎ ŘŜŦƛƴƛǘƛƻƴǎΣ ƻƴ ǘƘŜ ƻǘƘŜǊ ƘŀƴŘΣ ǘŜƴŘŜŘ ǘƻ 
ŜƳǇƘŀǎƛȊŜ ōŜƘŀǾƛƻǊǎ ŀƴŘ ŀŎǘƛƻƴǎ όǘƘŜ άƘƻǿέύΦ  As diversity scholar Quinetta Roberson (2004) noted, 
άΧdiversity focuses on organizational demography, while inclusion focuses on the removal of obstacles 
to the full participation and contribution of employees in organizations.έ 
 
Synthesized data from 14 campus interviews and two focus groups indicated that there is ambiguity 
regarding the definition of inclusion at UC Berkeley.  Research from best practices at peer institutions 
show that institutions that had diversity and/or inclusiveness statements and visible diversity or 
inclusion offices that clearly communicate the institution's message made the most impact.  Thus, 
without an organizational definition, it would prove difficult for campus community members to have a 
common understanding and be supportive of this value. 
 
The following table summarizes the major words and concepts that we identified through our analyses 
of various data sources: 
 

Interview Data Survey Data Lit Review Town Hall Data 

Concept Analysis Word/ Concept Analysis Word/Concept Analysis Concept Analysis 

Understanding and 
respect of differences 

Shows respect for 
people and their 
differences 

Differences Encourage staff 
development and 
allow time for training 

Openness to 
differences  
 

Promotes fairness and 
equity 

Fully utilizing diversity Provide opportunities 
for cross-
departmental 
collaboration 

Increase diverse 
workforce 

Engages everyone Inclusion  

Shared vision  Training Org culture  

Sense of belonging All   

Participatory decision 
making  

Values everyone    

Flexibility Include   

 Hiring/Promotions    
(All items in ranked order) 
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Recommendations 
Inclusiveness is a principle that welcomes, acknowledges, and celebrates our diversity ς what makes us 
different and unique ς and creates an environment that encourages and fosters open communication, 
innovative thoughts and ideas, participatory decision-making, fairness, and equity.  By engaging and 
leveraging the talents and strengths of our campus community members, we will attract and retain the 
best and brightest.  UC Berkeley strives to be an institution that values each individual by creating access 
and communicating opportunities to participate and contribute to a common ideal that further 
embodies our mission of teaching, research, and public service. 
 
The Berkeley Inclusiveness Statement ς an ongoing, shared responsibility 
Based on our findings and analysis, we offer the following organizational definition of inclusiveness:  
 

Inclusiveness is a respectful way of creating value from the differences of all members of our 
community, in order to leverage talent and foster both individual and organizational excellence. 

 
The Berkeley Principles of Inclusion 
In addition, we recommend the following seven Principles of Inclusion.  The Principles, which we 
modeled after the Principles of Community and build on the UC Diversity Statement, are likewise 
created using data from the interviews, survey, literature review, and focus groups.  The Principles of 
Inclusion are presented as We Will statements to indicate our campus commitment to inclusiveness as 
an on-going and active process.  
 
We will -  embrace and celebrate our individual and collective talents, understanding that they are best 

utilized when collaboratively engaged. 
 
We will -  respect and value the different perspectives of others, realizing that our differences 

contribute to the value and excellence of our organization. 
 
We will - collaborate and foster participation in a welcoming environment, removing barriers and 

actively engaging all people, at all levels, in all functions. 
 
We will -  increase awareness of our comments, actions, and impacts, with a willingness to make 

changes for the common good. 
 
We will -  value and promote an inclusive environment by continually assessing and improving our 

organizational policies and practices. 
 
We will -  foster a sense of community through commitment and accountability by demonstrating 

respectful behavior. 
 
We will -  commit to expanding our worldview on a continuing basis. 
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Additional Recommendations 

 Create a communication and/or marketing strategy to launch the new organizational definition of 
inclusiveness and the Principles of Inclusion.  A broad communication strategy would invite dialogue 
and input about the definition and principles.  Based on input, changes could be made to foster 
greater buy-in of the Inclusiveness Statement and Principles of Inclusion.  Best-practices research of 
peer institutions indicated that a tag line or slogan, such as άOne Campus, Many Voiceǎέ (University 
of Illinois) or άOpen Doors, Open Hearts, and Open Mindsέ (Cornell University), helped increase 
awareness and provided a central identity for Equity & Inclusion/Diversity offices.  Other 
promotional materials could include bookmarks, post-it pads, pens, and posters.  

 

 Foster engaged participation through traditional communication and interactive technology ς 
articles or staff testimonies on inclusiveness in the Berkeleyan, blogs, wikis, social networking sites, 
real-time polling, gaming, videos, etc. 

 

 Request the Office of Equity & Inclusion to work directly with units to create unit-level strategic 
plans with clear objectives, implementable action items, and measurable milestones.  The unit-level 
plans would tie to the campus-wide Equity & Inclusion strategic plan, currently under development.  
In addition, units would be accountable for ensuring implementation of strategic plan 
recommendations and measuring success.  The Office of Equity & Inclusion should also continue to 
evaluate the effectiveness and practicality of the organizational definition and make 
recommendations to change or update the definition as our campus culture continues to evolve.   

 

 Involve UC Diversity Educators and Equity & Inclusion directors in facilitated constructive dialogues 
of the Principles of Inclusion and the campus definition of inclusiveness.  Campus based research 
reveals that UC Berkeley has a long history of diversity, multicultural, and social justice efforts; 
ƘƻǿŜǾŜǊΣ Ƴŀƴȅ ƻŦ ǘƘŜǎŜ ŜŦŦƻǊǘǎ ƘŀǾŜ ōŜŜƴ ƭƻǎǘ ƛƴ ǘƘŜ ŎŀƳǇǳǎ άǎƛƭƻ ŜŦŦŜŎǘέ ƻǊ ŘƛǎŎƻƴǘƛƴǳŜŘ ŀǎ ŀ ǊŜǎǳƭǘ 
of budget constraints.  Interviews revealed that there are active and qualified diversity trainers, and 
other individuals, who have already done work in this area and would be interested in participating 
in campus-wide inclusiveness efforts. 

 

 Create additional measurements for success in addition to the campus climate survey and Equity & 
Inclusion strategic plan.  Best-practices research of peer institutions shows that visible multiple 
success measurements were important in achieving long-term success.  Therefore, we recommend 
that UC Berkeley participate in ranking surveys such as ¢ƘŜ /ƘǊƻƴƛŎƭŜ ƻŦ IƛƎƘŜǊ 9ŘǳŎŀǘƛƻƴΩǎ άDǊŜŀǘ 
/ƻƭƭŜƎŜǎ ǘƻ ²ƻǊƪ CƻǊΣέ ƻǊ 5ƛǾŜǊǎƛǘȅLƴŎΩǎ ά¢ƻǇ /ƻƭƭŜƎŜǎ ŀƴŘ ¦ƴƛǾŜǊǎƛǘƛŜǎΦέ  !ƴ ŀŘŘŜŘ ŀƴŘ ƛƳǇƻǊǘŀƴǘ 
benefit to such surveys is that participants receive benchmarking data, not available to the public, 
for all other survey participants. 

 
Further Study 
Given that the literature consistently suggests measuring the effectiveness of inclusiveness and diversity 
programs, we suggest further investigation into the effects of these initiatives on organizational 
performance.  Current campus efforts, such as the Berkeley Diversity Research Initiative, combined with 
increased research on the topic of inclusiveness, will assist in identifying success factors.   
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Defining Inclusiveness and Behaviors for Performance Management 

 
Findings ς Assessing the Current Performance Management Definition of Inclusiveness 
In addition to recommending a campus-wide definition, our project sponsors also charged us with 
evaluating the current definition of inclusiveness, which appears on the non-represented staff 
performance management form.  
 
From the outset of this project, we understood the importance of developing tools ς a clear definition, 
behaviors, and training options ς to help managers and employees with measuring and evaluating 
inclusiveness.  Our interviews and focus groups, however, revealed a deep frustration with the challenge 
of measuring and evaluating employees on inclusiveness, due to the lack of such tools.  Indeed, some 
called the process itself exclusive because the evaluation appears overly subjective.   
 
Nevertheless, those we interviewed also understood the value of measurement as a tool to promote 
behavioral changes and looked forward to much-needed clarity on evaluating and measuring 
inclusiveness. 
 
To evaluate the current definition of inclusiveness that is on the performance management form, we 
carefully studied the data analysis results from an electronic survey, literature review, interviews, and 
focus groups.  In particular, we first reviewed the data analysis for the following multiple-choice survey 
question:  
 

άThe following phrases are among those sometimes used to define inclusiveness.  Which of the 
following aspects do you think best defines inclusiveness?  Please select and rank your top 5 
choices.έ   
 

The multiple-choice options listed included the phrases in the current definition, which are:   
 

άPromotes cooperation, fairness and equity; shows respect for people and their differences; 
works to understand perspectives of others; demonstrates empathy; brings out the best in 
others.έ  

 
Ranked among the top five responses were:  ά{Ƙƻǿǎ ǊŜǎǇŜŎǘ ŦƻǊ ǇŜƻǇƭŜ ŀƴŘ ǘƘŜƛǊ ŘƛŦŦŜǊŜƴŎŜǎ,έ 
άPromotes fairness and equity,έ ŀƴŘ άWorks to understand perspectives ƻŦ ƻǘƘŜǊǎΦέ  Conversely, 
άPromotes cooperation,έ άBrings out the best in others,έ ŀƴŘ ά5ŜƳƻƴǎǘǊŀǘŜǎ ŜƳǇŀǘƘȅέ ranked at or 
near the bottom of the 14 options.  Differences between manager and non-manager responses to this 
question were not statistically significant. 
 
In addition, data analyses from interviews and the literature review regarding definitions of 
inclusiveness show that ά/reates opportunities for access and success,έ ά9ngageǎ ŜǾŜǊȅƻƴŜΣέ and 
άtǊƻƳƻǘŜǎ ŀ sense of belongingέ all appear as major concepts.   
 
We were pleased to see that these findings align closely with the findings reported earlier regarding the 
campus-wide definition.  
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Recommendation ς Defining Inclusiveness for the Performance Management Form 
Based on the findings described above, we recommend that the definition of inclusiveness that currently 
appears on the performance management form be modified by removing the lowest ranked clauses, 
and adding the top concepts from our data analysis to the top-ranked phrases in the current definition. 
 
Therefore, we propose that the current definition: 
 

άtǊƻƳƻǘŜǎ ŎƻƻǇŜǊŀǘƛƻƴΣ ŦŀƛǊƴŜǎǎ ŀƴŘ ŜǉǳƛǘȅΤ ǎƘƻǿǎ ǊŜǎǇŜŎǘ ŦƻǊ ǇŜƻǇƭŜ ŀƴŘ ǘƘŜƛǊ ŘƛŦŦŜǊŜƴŎŜǎΤ 
works to understand perspectives of others; demonstrates empathy; brings out the best in 
ƻǘƘŜǊǎΦέ  

 
 be replaced with: 
 

Shows respect for people and their differences; promotes fairness and equity; engages the 
talents, experiences, and capabilities of others; fosters a sense of belonging; works to 
understand the perspectives of others; and creates opportunities for access and success. 
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Findings ς Identifying Behaviors That Define Inclusiveness 
One of the major deliverables for this project was described as, άLŘŜƴǘƛŦȅ ƪŜȅ ōŜƘŀǾƛƻǊǎ ŀƴŘ ƛƴŘƛŎŀǘƻǊǎΣ 
for all three staff levels and all five rating levels, of the core competency of inclusiveness for 
performance evaluation; provide practical examples of behavior-based ratings; and recommend actions 
for incorporating these behaviors/indicators in the performance management process and evaluating 
ǘƘŜ ǊŜǎǳƭǘǎΦέ 
 
Therefore, we set out to gather and develop specific behaviors that illustrate inclusiveness.  In addition 
to the data analysis described above, we synthesized findings pertaining to behaviors from the literature 
review, survey, focus groups, and interviews to support a set of behaviors that exemplify the 
recommended definition of inclusiveness above.  
 
The data revealed that the top ranked behavioral concepts are respect, communication, engagement of 
others, openness, conflict management, awareness, collaboration, equal employment 
opportunity/affirmative action responsibilities, and employee development.  The survey data revealed 
that these behavioral concepts aligned closely to the phrases in the recommended definition above. 
  
Throughout our interviews and focus groups, we consistently heard the need for specific behavioral 
examples to further clarify and provide a basis for measuring inclusiveness.  In addition, we heard 
repeatedly about the ambiguity of the term άinclusivenessΣέ ǘƘŀǘ ƛǘ ƛǎ ǳƭǘƛƳŀǘŜƭȅ ŘŜŦƛƴŜŘ ōŀǎŜŘ ƻƴ ƻƴŜΩǎ 
personal experience, and thus means something different to each of us and to each unit on campus. 
 
Campus experts expressed concern about the evaluation process being too subjective:  
 

ά¢ƘŜ ŦƻǊƳΣ ŀǎ ƛǘ ƛǎ ƴƻǿΣ ŘƻŜǎƴΩǘ ǊŜǉǳƛǊŜ ƳŀƴŀƎŜǊǎκǎǳǇŜǊǾƛǎƻǊǎ ǘƻ ǊŀǘŜ ŀƴ ŜƳǇƭƻȅŜŜ ƻƴ Ƙƛǎ ƻǊ ƘŜǊ 
behavior; instead the rating is very subjective.  For example, the term 'respect' is very broad and 
ƛǎ ƛƴǘŜǊǇǊŜǘŜŘ ŘƛŦŦŜǊŜƴǘƭȅ ŘŜǇŜƴŘƛƴƎ ƻƴ ƻƴŜΩǎ ōŀŎƪƎǊƻǳƴŘΦ  We won't get people on the same 
ǇŀƎŜ ǳƴƭŜǎǎ ǿŜ ŘŜŦƛƴŜ ǎǇŜŎƛŦƛŎ ǎŜǘǎ ƻŦ ōŜƘŀǾƛƻǊǎΦέ  

 
Others expressed the importance of specific, relevant behaviors for evaluation: 
 

άCƻǊ ǊŀǘƛƴƎǎΣ ƛǘ ƘŜƭǇǎ ƛŦ ǘƘŜǊŜ ŀǊŜ ŜȄŀƳǇƭŜǎΣ ƭƛƪŜ ŜȄŀƳǇƭŜǎ ǿƘŜǊŜ ǎƻƳŜƻƴŜ ŜȄŎŜŜŘǎ ŜȄǇŜŎǘŀǘƛƻƴǎΦ  
¢ƘŜ ŜȄŀƳǇƭŜǎ Ƴŀȅ ƴŜŜŘ ǘƻ ǊŜƭŀǘŜ ǘƻ ǎǇŜŎƛŦƛŎ Ƨƻōǎ ǘƻ ōŜ ƳŜŀƴƛƴƎŦǳƭΦέ 

 
A more detailed, but representative, response was: 
 

άLƴŎƭǳǎƛǾŜƴŜǎǎ ƛǎ ǳƴƛǾŜǊǎŀƭ ƛƴ ŀ ǿŀȅΣ ōǳǘ ŜȄŀƳǇƭŜǎ ƻŦ ōŜƘŀǾƛƻǊǎ ǘƘŀǘ ŘŜƳƻƴǎǘǊŀǘŜ ƛǘ ǿƛƭƭ ōŜ 
ŘƛŦŦŜǊŜƴǘ ōȅ ƻǊƎŀƴƛȊŀǘƛƻƴŀƭ ǎǘǊŀǘŀΦ  !ǎ ŦŀǊ ŀǎ ŘŜƳƻƴǎǘǊŀǘƛƴƎ ƛƴŎƭǳǎƛǾŜƴŜǎǎΣ ǘƘŜǊŜ ŀǊŜƴΩǘ ǊŜŀƭƭȅ 
differences among professions or fields of work, but there definitely are by level in the 
hierarchy.  When on the 'front lines,' good examples of inclusiveness will concern peers and 
customers, delivering services.  For supervisors, examples will concern relations with peers and 
your front-line workers, the people with whom you work.  The definitions and concepts could be 
ǘƘŜ ǎŀƳŜ ŜǾŜǊȅǿƘŜǊŜΣ ōǳǘ ǘƘŜ ŜȄŀƳǇƭŜǎ ŀǊŜ ōŜǘǘŜǊ ƛŦ ǘƘŜȅϥǊŜ ǘǿŜŀƪŜŘ ǘƻ ōŜ ƳƻǊŜ ǇŜǊǎƻƴŀƭƛȊŜŘΦέ 

 



Findings and Recommendations 

 

18 Advancing Inclusiveness and Multiculturalism at UC Berkeley 

 

In addition, almost a third of those we interviewed had not yet used the new performance evaluation 
form.  Moreover, we learned that units and department are inconsistently approaching the evaluation 
process of the core competencies.  Some staff are evaluated on a select number of competencies, which 
are self-identified; others are evaluated on all of the competencies.  Additionally, some supervisors and 
ƳŀƴŀƎŜǊǎ ƭƛƳƛǘ ǘƘŜ ŜǾŀƭǳŀǘƛƻƴ ǎŎŀƭŜ ǘƻ άƳŜŜǘǎ ŜȄǇŜŎǘŀǘƛƻƴsέ ŀƴŘ άƛƳǇǊƻǾŜƳŜƴǘ ƴŜŜŘŜŘΣέ ŀǎ ƻǇǇƻǎŜŘ ǘƻ 
using the full five-point scale.  These inconsistencies undermine the effort of evaluating staff on 
inclusiveness.  To help address these inconsistencies, we offer recommendations in the training and 
development section of this report.    
 
Furthermore, we consulted best practices data to gain a better understanding of how other institutions 
have developed, organized, and employed descriptions of behaviors that demonstrate inclusiveness.  
Several institutions have developed matrices that describe such behaviors across rating levels (see 
Appendix G for examples). 
 
Finally, the best practices data revealed that identifying key behaviors and indicators for an inclusiveness 
competency seems to be a missing component of most higher education performance management 
processes.  Of the 29 higher education institutions we examined, only 10 listed any behavioral 
statements associated with their diversity/inclusiveness competency.  Of those 10, only 3 (Penn State, 
University of Michigan, and University of Toronto) listed behaviors at more than one rating level.  
Finally, only the University of Toronto gave behavioral examples that spanned all of their performance 
rating levels. 
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Recommendations ς Behaviors Demonstrating Inclusiveness 
Based on the research and analysis described above, the project team developed a matrix that lists a 
broad set of behaviors for each phrase in our recommended performance management definition of 
inclusiveness.  We then spanned those behaviors across the five rating levels.  The matrix appears on 
pages 21-23 below. 
 
The data is clear in calling for an inclusive, ongoing process for developing specific behavioral examples 
to demonstrate inclusiveness at all levels within the organization.  The matrix we developed is by no 
means an exhaustive list of behaviors, but rather should be considered a guideline for supervisors, 
employees, and entire units to begin a dialogue about specific behaviors demonstrating inclusiveness.  
 
Therefore, we recommend the following, in priority order: 
 
ω Develop individual and unit-specific behavioral examples of inclusiveness 
ω Create a web page for sharing these behavioral examples  
 
Develop Individual and Unit-Specific Behavioral Examples of Inclusiveness 
We recommend that managers and supervisors use the matrix of broad behaviors to work with direct 
reports to develop individual and unit-specific behavioral examples of inclusiveness that seem 
appropriate to their circumstances and objectives.  This would be part of the usual performance 
management cycle and would enhance the dialogue between managers and employees to evaluate 
inclusive behavior.  This would also give both managers and employees an opportunity to clarify the 
specific behaviors that demonstrate inclusiveness for their specific jobs.  Entire units could then use 
these individual behaviors as the basis for discussions on developing unit-specific behaviors.  Developing 
specific behavioral examples is a critical step in ensuring that the evaluation process is not overly 
subjective, which was one of the major concerns we heard throughout the campus interviews. 
 
Further defining inclusiveness by developing behavioral examples should not be considered a one-time 
process, but rather a continuous dialogue.  New situations and issues will require a reevaluation of our 
understanding of inclusiveness and may require a change in the behaviors that we have identified as 
demonstrating inclusiveness.  
 
Create a Web Page for Sharing Behavioral Examples  
To optimize the continuous process of developing individual and unit level behavioral examples of 
inclusiveness, we recommend development of a web page to facilitate the sharing of behavioral 
examples across campus.  Staff and other members of the UC Berkeley community could access the web 
page to gain ideas about what behaviors demonstrate inclusiveness.  They could also anonymously 
submit new behaviors for addition to the webpage.  
 
The web page would not only serve as a tremendous resource for better understanding inclusiveness at 
UC Berkeley, it would also allow the campus to encourage specific best-practice behaviors that would 
apply campus-wide.  It could even include counter-productive behaviors based on individual and unit-
level examples. 
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Further Study  
CƛƴŀƭƭȅΣ ǿŜ ǊŜŎƻƳƳŜƴŘ ǘƘŀǘ ǘƘŜ ŎŀƳǇǳǎ ŦǳǊǘƘŜǊ ǎǘǳŘȅ ǘƘŜ Ǉƻǎǎƛōƛƭƛǘȅ ƻŦ ŀŘŘƛƴƎ άƛƴŎƭǳǎƛǾŜƴŜǎǎέ ǘƻ ŀƭƭ Ƨƻō 
descriptions, within the knowledge, skills, and abilities section.  This would further reinforce employee 
accountability for demonstrating inclusiveness, it would provide better alignment between performance 
expectations and evaluation, and it would align the competency of inclusiveness with the other core 
competencies.   
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As discussed above, this matrix provides a guideline for managers and supervisors in evaluating employees on the core competency of 
inclusiveness.  We would encourage staff to use this matrix to develop additional behaviors that are specific to individuals and units. 
 

Behavior 
Category 

 
Unsatisfactory 

 
Improvement Needed 

 
Meets Expectations 

 
Exceeds Expectations 

 
Exceptional 

Shows respect 
for people 
and their 
differences 
 

 Fails to demonstrate 
respect for the value of 
individuals regardless of 
their background or culture 

 Fails to respect 
diversity; does not 
demonstrate respect for the 
opinion of others; does not 
value each person's 
contribution to the team 
 

 Rarely demonstrates 
respect for the value of 
individuals regardless of 
their background or culture 

 Rarely respects 
diversity; demonstrates 
respect for the opinion of 
others; values each 
person's contribution to 
the team 

 Consistently demonstrates respect for the value 
of individuals regardless of their background or 
culture 

 Consistently respects diversity; demonstrates 
respect for the opinion of others; values each 
person's contribution to the team 
 

 Promotes diversity, 
actively demonstrates respect 
for the opinion of others; and 
values each person's 
contribution to the team 
 

 Takes actions that 
respect diversityτExamines 
own biases and behaviors to 
avoid stereotypical actions 
or responses; plans and 
takes actions that consider 
the diversity of those 
involved or affected 

 Elicits respect and trust; 
fosters a culture that has 
high standards 
 

Promotes 
fairness and 
equity 

 Fails to address inequity 
issues that arise within the 
work unit 

 Fails to attempt conflict 
resolution techniques and 
manage differences 
constructively 

      Rarely addresses 
inequity issues that arise 
within the work unit 

      Rarely attempts conflict 
resolution techniques and 
manages differences 
constructively 

 Consistently addresses inequity issues that arise 
within the work unit 

 Consistently attempts conflict resolution 
techniques and manages differences constructively 

 Proactively addresses 
inequity issues that arise 
within the work unit 

 Promotes conflict 
resolution techniques and 
manages differences 
constructively 

 Has made contributions 
that have had a proven 
impact on the promotion of 
equity in the unit or across 
the university 

 Actively seeks out 
opportunities to promote 
equity and diversity issues 
 
 

Engages the 
talents, 
experiences 
and 
capabilities of 
others 

 Fails to develop and 
maintain cooperative 
working relationships with 
peers, co-workers and 
managers 

 Fails to seek out 
contributions from diverse 
groups to enhance the 
overall collective effort 

 Fails to incorporate 
contributions from diverse 
groups and individuals 

 Rarely develops and 
maintains cooperative 
working relationships with 
peers, co-workers and 
managers 

 Rarely seeks out 
contributions from diverse 
groups to enhance the 
overall collective effort 

 Rarely incorporates 
contributions from diverse 
groups and individuals 

 Consistently develops and maintains cooperative 
working relationships with peers, co-workers and 
managers 

 Consistently seeks out contributions from diverse 
groups to enhance the overall collective effort  

 Consistently incorporates contributions from 
diverse groups and individuals 

 Proactively develops and 
maintains cooperative working 
relationship with peers, co-
workers and managers 

 Actively seeks out 
contributions from diverse 
groups to enhance the overall 
collective effort 

 Proactively incorporates 
contributions from diverse 
groups and individuals 

 Leverages diversity ς
seeks out and uses 
ideas, opinions, and 
insights from diverse 
and various sources and 
individuals; maximizes 
effectiveness by using 
ƛƴŘƛǾƛŘǳŀƭǎΩ ǇŀǊǘƛŎǳƭŀǊ 
talents and abilities on 
task and/or 
assignments 
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Behavior 
Category 

 
Unsatisfactory 

 
Improvement Needed 

 
Meets Expectations 

 
Exceeds Expectations 

 
Exceptional 

Fosters a 
sense of 
belonging 

 Fails to promote 
positive relations and a 
welcoming environment for 
diverse groups 

 Fails to use appropriate 
language in the workplace 
 

 Rarely promotes 
positive relations and a 
welcoming environment 
for diverse groups 

 Rarely uses 
appropriate language in the 
workplace 

 Consistently promotes positive relations and a 
welcoming environment for diverse groups 

 Consistently uses appropriate language in the 
workplace 

 Actively promotes positive 
relations and a welcoming 
environment for diverse 
groups 

 Promotes appropriate 
language in the workplace 
 

 Develops activities to 
promotes positive relations 
and a welcoming 
environment for diverse 
groups on campus 

 Discourages 
inappropriate language in 
the workplace  

 Coaches others who 
have difficulty building 
rapport 
 
 
 
 

Works to 
understand 
the 
perspectives 
of others 

 Fails to accepts 
feedback constructively; 
adapt well to others who 
have different leadership 
and interpersonal styles  

 Fails to seek 
understanding and establish 
relationships with others to 
learns more about people of 
other cultures and 
backgrounds  

 Fails to attend diversity 
training and activities 

 Rarely accepts 
feedback constructively; 
adapts well to others who 
have different leadership 
and interpersonal styles  

 Rarely seeks 
understanding or 
establishes relationships 
with and learns more about 
people of other cultures 
and backgrounds  

 Rarely attends 
diversity training and 
activities 

 
 
 

 Consistently accepts feedback constructively; 
adapts well to others who have different leadership 
and interpersonal styles  

 Consistently seeks understanding  and establishes 
relationships with and learns more about people of 
other cultures and backgrounds  

 Consistently attends diversity training and 
activities 

 Actively accepts feedback 
constructively; adapts well to 
others who have different 
leadership and interpersonal 
styles 

 Actively seeks 
understanding and establishes 
relationships with and learns 
more about people of other 
cultures and backgrounds 

 Promotes and attends 
diversity training and activities 

 Continuously seeks 
constructive feedback; 
adapts well to different 
leadership and interpersonal 
styles across campus 

 Seeks out and promotes 
diversity training and 
activities campus wide 

Creates 
opportunities 
for access and 
success 
 

 Fails to make an effort 
to create a 
nondiscriminatory or 
harassment free workplace 
 

 Rarely makes an effort 
to create a 
nondiscriminatory or 
harassment free workplace 
 
 
 
 

 Consistently makes an effort to create a 
nondiscriminatory or harassment free workplace 

 Actively makes an effort to 
create a nondiscriminatory or 
harassment free workplace 

 Promotes creating a 
nondiscriminatory or 
harassment free workplace 
across campus 
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Behavior 
Category 

 
Unsatisfactory 

 
Improvement Needed 

 
Meets Expectations 

 
Exceeds Expectations 

 
Exceptional 

Additional 
behaviors for 
Supervisors/
Managers 

 Fails to identify 
opportunities to comply 
with policies and directives 
related to equity/diversity, 
Equal Employment 
Opportunity (EEO) and 
Affirmative Action (AA) 

 Fails to conducts annual 
performance appraisals 
and provide constructive 
and positive feedback to 
staff 

 Fails to promote 
opportunities for staff 
development 

 Fails to attend trainings 
and education in EEO /AA 

 Fails to promote an 
understanding of the 
benefits of an inclusive 
organization 

 Rarely identifies 
opportunities to comply 
with policies and directives 
related to equity/diversity 
EEO/AA 

 Rarely conducts annual 
performance appraisals 
and provide constructive 
and positive feedback to 
staff 

 Rarely promote 
opportunities for staff 
development 

 Rarely attends 
trainings and education in 
EEO /AA 

 Rarely promote an 
understanding of the 
benefits of an inclusive 
organization 

 Consistently identifies opportunities to comply 
with policies and directives related to 
equity/diversity /EEO/AA  

 Conducts annual performance appraisals and 
provides constructive and positive feedback to staff 

 Makes sure all staff have opportunities for staff 
development 

 Regularly attends training and education in 
EEO/AA 

 When possible, the composition of staff, 
supervisors and managers, and work project teams 
support diversity 

 Ensures that employees are aware of stated goals 
and job expectations; provides appropriate guidance, 
coaching and feedback; encourages employee 
development of new concepts/ideas; effectively 
assigns and delegates work 

 Helps others understand the benefits of an 
inclusive organization  

 Proactively identifies 
opportunities to comply with 
policies and directives related 
to equity/diversity EEO/AA 

 Consistently conducts 
annual performance 
appraisals and provides 
constructive and positive 
feedback to staff 

 Consistently ensures all 
staff have opportunities for 
staff development 

 Actively attends training 
and education in EEO/AA 

 Actively ensures that 
employees are aware of 
stated goals and job 
expectations; provides 
appropriate guidance, 
coaching and feedback; 
encourages employee 
development of new 
concepts/ideas; effectively 
assigns and delegates work 

 

 Continuously reviews 
current departmental 
procedures and practices for 
differential impact on 
groups and makes changes 
as appropriate, including 
documentation 

 Develops new programs 
and initiatives, which further 
equity/diversity/EEO/AA/ 
principles and shares them 
with others 

 Champions diversityτ
advocates the value of 
diversity to others; takes 
actions to increase diversity 
in the University 
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Training and Development for Inclusiveness 

 
Findings ς Inclusiveness Training and Development Programs 
Our team collected and analyzed data about training and development (T&D) for inclusiveness from a 
literature review, best practices research among peer institutions, a survey, two focus groups, and both 
internal and external interviews.  The findings and recommendations, organized by thematic category,   
appear below.  Details of our research and analysis on T&D are in appendices D, E, F, and G.  
 
Conceptual Design of Training and Development Programs 
Since inclusiveness is a set of skills that one can learn and develop, T&D programs are essential to 
organizational success.  Our findings indicated that T&D programs that are based on both desired 
outcomes and the assessed needs of the staff have the greatest impact in organizations.  For the 
organization to benefit as a whole, T&D should be available to everyone within the organization on an 
equitable basis.  Furthermore, it is vital to have senior management support for T&D programs. 
 
Our findings also showed that the design of T&D programs is a critical component to success.  A well-
designed climate study and needs assessment will address essential issues, such as which groups need 
training, what they need, and where and how the training will take place.  Organizations should design 
T&D programs in different formats that reflect both the reality of the workplace and the needs of 
employees at different levels.  Skills-based training that targets behavior is generally more effective than 
awareness training that targets attitudes.  Awareness training, however, can still be important in 
situations where a basic familiarity with multiculturalism does not exist.  In any case, as our best 
practices research found, all T&D programs should include feedback, evaluation, and iterative change 
procedures as part of their design. 
 
Most of the campus experts that we interviewed, along with many supervisors who responded to our 
survey, believed that making inclusiveness training mandatory was not an effective approach on this 
campus.  Our survey did find some support for mandatory training, however, particularly among non-
supervisory staff.  Through our interviews and focus groups, we also found that many units on campus 
have begun to require a certain amount of training and or professional development per year (usually in 
the range of 5% or 100 hours) for all staff members.   
 
Content of Training and Development Programs 
Our survey found that staff members are particularly interested in T&D programs that emphasize 
inclusiveness awareness and skills, career development, supervision and leadership, and 
communication.  They also expressed a strong interest in tuition reimbursement programs (such as the 
now defunct Career Development Opportunity Program), cross-training/internship programs, 
mentoring, staff organizations, and community networking opportunities.  We also learned that many 
organizations have found success by embedding inclusiveness within a wide variety of training and 
development programs, rather than offering programs that deal only with inclusiveness. 
 
UC Berkeley staff members showed strong support for unit-specific inclusiveness training and 
development, as well as for proactive training programs.  Many saw conflict management training and 



Findings and Recommendations 

 

Advancing Inclusiveness and Multiculturalism at UC Berkeley 25 

 

mentoring programs as proactive ways to address and promote inclusiveness.  Staff were also interested 
in access to information about career pathways.   
 
Format and Delivery of Training and Development Programs 
Many successful organizations offer inclusiveness training at multiple levels, ranging from basic to in-
depth, and in multiple formats, including workshops, lectures, small groups, online training, and 
certificate programs.  For example, all UC Davis staff members participate in basic inclusiveness 
awareness training during new employee orientation.  They can then proceed to more in-depth training 
on awareness, skills development, and behavior change in multi-day workshops.   
 
Our research confirmed an emphasis on approaching T&D for inclusiveness as an ongoing process, 
rather than as a one-time effort.  In addition to incorporating training in new employee orientation, as 
UC Davis has done, other institutions, such as Cornell University, have also incorporated inclusiveness 
topics in training for new supervisors.  Others, such as UC Irvine, offer certificate programs in 
inclusiveness, with graduates then serving as unofficial ambassadors back to their own units. 
 
We also found strong support for customizing inclusiveness training at the unit level in order to meet 
specific objectives identified by a needs assessment.  Unit-level training, involving people who work 
together on a regular basis, tends to have the greatest impact.  All four of the universities that we 
identified as having the best overall T&D practices ς UC Davis, UC Irvine, University of Toronto, and 
Cornell ς emphasize training delivered at the unit level, while maintaining consistency across units in 
applying general policies. 
 
Our research noted that effective programs require appropriate levels of staffing, preferably in-house 
personnel along with trained volunteers, to take maximum advantage of institutional knowledge.  Here 
at UC Berkeley, the new Interactive Theater Program, sponsored by the Berkeley Initiative for 
Leadership on Diversity (BILD), is an excellent example of an inclusiveness program that provides both 
training for attendees and development opportunities for volunteer participants.   
 
Reaching faculty with inclusiveness programs that are primarily staff-oriented can be a challenge, but 
our findings indicated strong support for involving faculty in T&D programs.  The Human Resources 
Management Board at the University of Toronto goes even further and includes faculty, deans, and 
administrative members in all aspects of program design and implementation.  
 
Challenges of Training and Development Programs 
Our literature review showed that the three most common problems in diversity and inclusion training 
are a lack of metrics for evaluating effectiveness, a lack of tools to reinforce the training, and a lack of 
focus on career development opportunities.  Other challenges common among higher education 
institutions include a lack of adequate resources for training staff.  We also found some gaps in program 
content, such as training for practical details like consistency and accountability.  UC Berkeley staff 
members tend to face all of these challenges.  In addition, staff members often have difficulty 
identifying appropriate training and development programs. 
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Success Factors for Training and Development Programs 
Our research identified several success factors for T&D programs intended to advance inclusiveness.  
The most important of these was that programs begin with a needs assessment, preferably one targeted 
toward units or work groups.  A needs assessment could address a number of issues and help determine 
program content.  The appropriate ratio of awareness training to skills-based training will vary 
depending on the background and knowledge of the trainees.   
 
In addition to a needs assessment, our findings indicated the importance of follow-up programs as well 
as feedback processes that allow for program changes.  We also found strong support for ensuring that 
all staff, regardless of job level or job function, had equitable access to inclusiveness training.  Finally, 
our survey indicated that many UC Berkeley staff members value T&D programs that encourage an 
understanding of the complexity of inclusiveness, providing opportunities that go beyond visible 
differences such as gender, race, and job classification.  For example, one survey respondent thought 
that looking at different problem-ǎƻƭǾƛƴƎ ǎǘȅƭŜǎ άƳŀȅ ǊŜǾŜŀƭ ǎƘŀǊŜŘ ǾŀƭǳŜǎ ŀƴŘ ǘƘŜ ŘƛǎŎƻǾŜǊȅ ǘƘŀǘ ƻƴŜ ƛǎ 
already iƴŎƭǳŘŜŘ ƛƴ ŀ ƎǊƻǳǇ ƛƴ ŀ ǿŀȅ ǘƘŀǘ ǿŀǎ ƴƻǘ ƻōǾƛƻǳǎΦέ   
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Recommendations ς Inclusiveness Training and Development Programs 
Based on our research and findings, and with the understanding that the University faces a period of 
limited resources, our team presents the following recommendations for staff T&D programs on 
inclusiveness.  
 
The Cal Inclusiveness Education Program 
Building on campus best practices as well as those of peer institutions, we propose that UC Berkeley 
consolidate and expand its current diversity and inclusiveness training programs.  We believe a single 
organizational point of contact would better serve clients of these programs.  We therefore recommend 
ǘƘŀǘ ǳǎŜǊǎ ŀŎŎŜǎǎ ƛƴŎƭǳǎƛǾŜƴŜǎǎ ¢ϧ5 ǇǊƻƎǊŀƳǎ ǳƴŘŜǊ ŀƴ ǳƳōǊŜƭƭŀ Ŝƴǘƛǘȅ ŎŀƭƭŜŘ ǘƘŜ ά/ŀƭ LƴŎƭusiveness 
9ŘǳŎŀǘƛƻƴ tǊƻƎǊŀƳέ ό/L9tύΦ  tŜƻǇƭŜ ǿŀƴǘƛƴƎ ǘƻ ǳǘƛƭƛȊŜ Ŝ-Learn modules, the Supervisory Development 
Lab (SDL), or the other programs listed in the following paragraphs would do so via the website or phone 
number for CIEP.  As described below, CIEP would offer a three-pronged, multi-level approach to 
inclusiveness training and development for staff, institutionalizing and reinforcing our campus 
commitment to inclusion.  
 
While CIEP could be designed as the single contact point for services that continue to be spread across 
several departments, it could alternatively be a central warehouse for coordinated delivery of campus 
services from a single department.  Unfortunately, it is beyond the scope of our project to evaluate 
these and other alternatives.  As designed, we recommend that the program be promoted on the Equity 
& Inclusion website and co-sponsored by the Center for Organizational & Workforce Development and 
Human Resources.   
 
Needs Assessment 
We recommend that the campus utilize needs assessment and climate survey data as overarching 
components of the inclusiveness education program.  While this report serves as an initial campus-level 
needs assessment for T&D on inclusiveness, findings from the upcoming campus climate survey will 
provide additional insights on campus training needs.  Nonetheless, unit-level needs assessments 
constitute the foundation for expanding inclusiveness training and development.  We therefore 
recommend that the campus pilot a unit-level needs assessment for select departments.  In this way, a 
deeper understanding of unit needs can help to shape a feedback process.  As the campus understands 
more about specific needs, training can be tailored to provide a balance between skill-based and 
awareness-based training.  Ongoing unit-level climate surveys should then be used to measure the 
success of these programs and to help determine what future changes will be needed.  In addition, 
outreach pilot programs can help to create a stockpile of training modules that can then be tailored to 
individual unit needs.  
 
We believe there are three types of inclusiveness-oriented training Berkeley could offer:  awareness 
training, skills training, and outreach training.  We list a set of actions for implementing these trainings 
below.  In many circumstances, awareness training, then skills training, followed by outreach training 
would be a natural progression.  However, units could identify, via needs assessment, which sets of 
trainings best suit their needs. 
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Awareness Training and Development 
This type of training focuses on sending an institutional value-based message and increasing awareness 
about inclusiveness.  We recommend the campus take the following steps to implement awareness 
training: 
 
ω Incorporate elements of inclusiveness awareness education in New Employee Orientation and 

classroom awareness trainings. 
ω Identify e-Learn modules that increase inclusiveness awareness and promote these on the Equity & 

Inclusion website. 
ω Gather training and development information on inclusiveness in one place; this should include both 

an easy to search website, eventually integrated with the new UCB Learning Center, as well as 
hardcopy options for staff without computer access.   

ω Develop plans for collecting feedback on the effectiveness of these recommended actions. 
  
Skills-Based Training and Development 
This type of training focuses on skills acquisition and competency development.  Participants in these 
trainings are nominated or self-selected.  A goal is to create a critical mass of highly skilled inclusiveness 
practitioners on campus.  We recommend the following steps for implementing skills-based 
inclusiveness training:  
 
ω Employ existing resources and experienced staff who currently deliver skills-based training in 

programs, such as the Supervisory Development Lab (SDL), the UC Business Officer Institute, the 
UCB Leadership Development Program, the Staff Diversity Facilitator Network, and the RSSP 
Leadership Development Institute.  

ω Significantly expand the options for campus mentorship, cross training, and staff internship 
programs, such as the Berkeley Staff Assembly Mentorship Program.  Encourage both formal and 
informal mentorships.  Our research found these kinds of programs to be the most effective way to 
increase inclusiveness within an organization. 

ω Promote unit level inclusiveness/diversity councils and committees.  These bodies can provide a 
framework for various programs and become a resource to staff on the issue of workplace diversity 
and inclusiveness.  Currently, Berkeley has several exemplary models of unit-level committees and 
councils including Administration, the School of Public Health, and University Health Services.   

ω Continue encouraging training and development on inclusiveness through the process of 
performance evaluation.   

ω Make career development (including annual performance reviews) for staff part of every 
ǎǳǇŜǊǾƛǎƻǊΩǎ ǇŜǊŦƻǊƳŀƴŎŜ ǊŜǾƛŜǿΦ  ¦ǎŜ осл ǊŜǾƛŜǿǎ ǘƻ ŎƻƭƭŜŎǘ ŎƻƳƳŜƴǘǎ ŦǊƻƳ ǎǳōƻǊŘƛƴŀǘŜǎΣ ǇŜŜǊǎΣ 
and customers when evaluating managers and supervisors.  

ω Evaluate existing inclusiveness programs on a regular basis for possible improvements.  Close the 
feedback loop by implementing the changes. 
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Outreach Training and Development 
This type of training focuses on inclusiveness outreach.  We recommend the following actions: 
 
ω For staff members who show particular interest, the campus should provide in-depth, skills-based 

training in order to develop subject matter experts on inclusiveness.  These people would serve as 
ambassadors to other units for both training and creating unit-level plans for inclusiveness. 

ω ²ƻǊƪ ǿƛǘƘ ǘƘŜ ŎŀƳǇǳǎΩ {ǘŀŦŦ 9ǉǳŀƭ 9ƳǇƭƻȅƳŜƴǘ hǇǇƻǊǘǳƴƛǘȅ ό99hύ /ƻƳǇƭƛŀƴŎŜ ƻŦŦƛŎŜ ƛƴ ŎǊŜŀǘƛƴƎ 
inclusiveness training programs.  EEO currently offers a number of related workshops, including 
Impact Model and communications modules.  

ω Build on the existing EEO modules to create a catalog of outreach offerings.  Assess unit needs and 
tailor modules to suit them.  For each module, ensure that inclusiveness competency-based sessions 
are provided. 

ω Include the availability of these modules visibly on the Equity & Inclusion website. 
ω Conduct a skills assessment and needs assessment among the existing training workforce to identify 

training programs that would be valuable to our existing trainers.    
ω Focus on developing in-house trainers with different styles and approaches in order to reach a 

broader spectrum of staff. 
ω Evaluate the programs on a regular basis for continual improvements.   
 
Additional Recommendations 
ω Mitigate inconsistent use of performance evaluation form by continuing performance management 

training classes for supervisors and managers.  
ω Continue to support existing programs that recognize inclusiveness efforts, such as SPOT awards and 

the BILD program; emphasize inclusiveness at staff events, such as Staff Appreciation Day; and 
encourage senior management to communicate frequently with staff regarding plans and 
achievements on inclusiveness, utilizing a variety of formats, including email, forum discussions, 
brown bag events, and online media. 

ω Evaluate the possibility of restarting previously existing programs, such as Workplace Success 
Stories, that provide useful information about inclusiveness. 

ω Encourage the establishment of networking organizations across campus, based, for example, on job 
functions.  Along the same lines, the campus should consider organizing events such as art exhibits, 
cultural fairs, and concerts, which display our differences while bringing us together in celebration.  

ω Do not make training mandatory, but encourage it through the performance management process 
and provide incentives for managers to use the new performance management cycle.  Managers 
and supervisors should also be evaluated on how well they execute performance reviews.  

 
Further Study 
Research indicates a connection exists between conflict mediation and diversity and inclusiveness 
efforts.  Additional study is needed in this area along with targeted training for managers to proactively 
address conflict.  Managers and staff need skills to be able to resolve and facilitate conflicts in a positive 
way in order for diversity and inclusion to flourish. 
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Conclusion 
 
 
In conclusion, our research study affirms the exceedingly complex nature and overall value of 
inclusiveness.  We found that while Berkeley has strong leadership for inclusiveness, establishing a 
clearer understanding and vision among the campus community is critical to mobilizing an inclusiveness 
strategy.   
 
We are pleased to contribute to what we expect will be an ongoing process of evaluation and discussion, 
benefiting both campus community members and our organization as a whole.  Through our data 
ŎƻƭƭŜŎǘƛƻƴ ŀƴŘ ŀƴŀƭȅǎƛǎΣ ǿŜ ǎŜŜ ŜǾŜƴ ƳƻǊŜ ŜǾƛŘŜƴŎŜ ƻŦ ǘƘŜ ŀƳŀȊƛƴƎ ŎƻƴǘǊƛōǳǘƛƻƴ ƻŦ ǎǘŀŦŦ ǘƻ .ŜǊƪŜƭŜȅΩǎ 
excellence, which is rooted in a commitment to diversity, equity, and inclusion.  
 
Lƴ ǎǳǇǇƻǊǘ ƻŦ ƻǳǊ ŎŀƳǇǳǎΩǎ ŎƻƳƳƛǘƳŜƴǘ ǘƻ ƛƴŎƭǳǎƛǾŜƴŜǎǎΣ ǿŜ ƻŦŦŜǊ ǘƘŜ ŦƻƭƭƻǿƛƴƎ Řŀǘŀ-driven key 
recommendations to provide a unique inclusion strategy for UC Berkeley: 
 
  
ω The Inclusiveness Statement ς a definition for campus-wide use 
 
ω The Principles of Inclusion ς seven άWe Willέ statements upholding the definition  
 
ω An Inclusiveness Competency Modification ς refining the core competency  
 
ω Metrics for Performance Evaluation ς a matrix of behavior-based ratings  
 
ω The Cal Inclusiveness Education Program ς for staff training and development 
 
 
As a prominent diversity expert on campus states, we want to see Berkeley live up to its reputation.  At 
the heart of the Berkeley reputation is a commitment to excellence and social justice.  In order to live 
the value of inclusiveness, the commitment to excellence must encompass not only teaching, research, 
and public service, but also administration and operational services, which support our core mission.   
 
A commitment to inclusiveness is thus a commitment to ŦǳǊǘƘŜǊƛƴƎ .ŜǊƪŜƭŜȅΩǎ ŜȄŎŜƭƭŜƴŎŜ. 
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Appendices 
 
 
Appendix A:  Project Proposal from Sponsors 
Appendix A contains the original Leadership Development Program proposal for this project. 
 
Appendix B:  Project Charter 
Appendix B contains the project charter created by the AIM team and approved by our sponsors. 
 
Appendix C:  UC Berkeley Performance Evaluation Form 
Appendix C contains the current (Fall 2008) performance evaluation form for professional staff at UC 
Berkeley.  Although there are slightly different versions of this form for managers/supervisors and 
operational/technical staff, the inclusiveness competency is currently the same on all three. 
 
Appendix D:  Literature Review Summary 
Appendix D summarizes the analysis that we performed on data collected from a review of relevant 
literature. 
 
Appendix E:  Survey Summary  
Appendix E summarizes the analysis that we performed on data collected from our survey of non-
represented staff. 
 
Appendix F:  Interview/Focus Group Summary 
Appendix F lists participants in the interviews that we conducted for this project, as well as summarizing 
the analysis that we performed on data collected from interviews and focus groups. 
 
Appendix G:  UC and External Peer Institution Best Practices Summary 
Appendix G summarizes data that we collected on inclusiveness best practices from both UC and 
external peer institutions. 
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Appendix A:  Project Proposal from Sponsors 
 

LEADERSHIP DEVELOPMENT PROGRAM PROJECT PROPOSAL 
 
Title:  SuppoǊǘƛƴƎ ŀƴŘ !ŘǾŀƴŎƛƴƎ aǳƭǘƛŎǳƭǘǳǊŀƭƛǎƳΥ άIƻǿ ǎƘƻǳƭŘ ǘƘŜ ŎƻǊŜ ŎƻƳǇŜǘŜƴŎȅ ΨinclusivenessΩ be 
defined, evaluated, and supported?έ  
 
Sponsors:   
Vice Chancellor ς Administration Nathan Brostrom 
Vice Chancellor ς Equity & Inclusion Gibor Basri 
 
Functional Sponsors: 
Director of Staff Diversity Initiatives Sidalia Reel 
Administration Multicultural Task Force Member Brigitte Lossing 
Assistant Vice Chancellor ς Human Resources Jeannine Raymond 
 
Background:   
Chancellor Birgeneau has launched a 5-10 year initiative for progress on diversity, equity, and inclusion 
across the Campus.  This initiative will be headed by the Vice Chancellor ς Equity & Inclusion Gibor Basri.  
±ƛŎŜ /ƘŀƴŎŜƭƭƻǊ .ǊƻǎǘǊƻƳ Ƙŀǎ ŀƭǎƻ ƛǎǎǳŜŘ ŀ ǎǘŀǘŜƳŜƴǘ ǘƘŀǘ ƛƴ ƻǊŘŜǊ άǘƻ ǇǊƻǾƛŘŜ ƘƛƎƘ-quality services to 
our students and faculty, as well as to attract the talent we need within Administration, we need to 
understand, embrace, ŀƴŘ ŀŘǾŀƴŎŜ ƳǳƭǘƛŎǳƭǘǳǊŀƭƛǎƳΦέ  ¢Ƙƛǎ ōǊƻŀŘ ŀƴŘ ŜƴŎƻƳǇŀǎǎƛƴƎ ƛƴƛǘƛŀǘƛǾŜ ǎŜŜƪǎ ǘƻ 
further define and embed the tenets of multiculturalism within the fabric of Administration units while 
also partnering and supporting the work of Vice Chancellor ς Equity & Inclusion Basri in fostering and 
promoting diversity at UC Berkeley. 
 
Vice Chancellor Basri has hired a Director of Staff Diversity Initiatives who in part will be charged to 
assess and increase the effectiveness of existing, and where necessary develop new, programs and 
services that promote a welcoming and supportive environment at Cal.  Vice Chancellor Brostrom 
appointed the Administration Multicultural Steering Committee composed of five Executive Leadership 
Team (ELT) members to oversee this important initiative. The ELT then appointed a 10-member staff 
task force (Administration Multicultural Task Force, AMTF) to initiate a review and define a first-year 
effort to implement this vision.  
 
!a¢C ƳŜƳōŜǊǎ ǇŀǊǘƛŎƛǇŀǘŜŘ ƛƴ ±ƛŎŜ /ƘŀƴŎŜƭƭƻǊ .ŀǎǊƛΩǎ ǊŜŎŜƴǘ {ǘŀŦŦ tŀǊǘƛŎƛǇŀǘƻǊȅ ¢ƻǿƴ Iŀƭƭ ƻƴ ŘƛǾŜǊǎƛǘȅΦ  
In addition, AMTF members have conducted an initial assessment of current campus programs, systems, 
and practices and models of multiculturalism at comparable higher education institutions and national 
corporations.  While many areas need attention and AMTF is continuing to generate preliminary 
proposals for strategic goals and actions on a broad range of topics, there is one essential component 
that can provide a meaningful project for LDP participants and serve both the Administration and Equity 
& Inclusion initiative ς having an LDP project team focus exclusively on the core competency of 
άƛƴŎƭǳǎƛǾŜƴŜǎǎΦέ  ¢Ƙƛǎ ŎƻǊŜ ŎƻƳǇŜǘŜƴŎȅ ƛǎ ƴƻǿ ƛƴŎƭǳŘŜŘ ƛƴ ǘƘŜ ǇŜǊŦƻǊƳŀƴŎŜ ŜǾŀƭǳŀǘƛƻƴ ŦƻǊƳǎ ŦƻǊ ŀƭƭ 
supervisor, manager, and professional employees. 
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Ultimately, findings and recommendations by the LDP project team could provide actionable steps upon 
ǿƘƛŎƘ άƛƴŎƭǳǎƛǾŜƴŜǎǎέ ƘŜƭǇǎ ǘƻ ǎǳǇǇƻǊǘ ŀ ƳƻǊŜ Ǌƻōǳǎǘ ǎǘŀŦŦ ŀƴŘ ƭŜŀŘŜǊǎƘƛǇ ŘŜǾŜƭƻǇƳŜƴǘ ǘƘŀǘ ƘŜƭǇǎ ǘƻ 
enhance the Administration vision of multiculturalism and campus diversity efforts within our work 
place, operations, culture, and environment.   
  
Scope: 
The LDP projŜŎǘ ƛǎ ŘŜǎƛƎƴŜŘ ǘƻ ŦǳǊǘƘŜǊ ŘŜŦƛƴŜ ǘƘŜ ŎƻǊŜ ŎƻƳǇŜǘŜƴŎȅ ƻŦ άƛƴŎƭǳǎƛǾŜƴŜǎǎΣέ ƛŘŜƴǘƛŦȅ ǘǊŀƛƴƛƴƎ 
and development activities and resources such as e-learn that would support manager and staff 
ŘŜǾŜƭƻǇƳŜƴǘ ƛƴ ŦƻǎǘŜǊƛƴƎ ŀƴŘ ŘŜǾŜƭƻǇƛƴƎ άƛƴŎƭǳǎƛǾŜƴŜǎǎΣέ ƛŘŜƴǘƛŦȅ ōŜǎǘ practices and recommend 
ŀŎǘƛƻƴǎ ǘƻ ŀŘǾŀƴŎŜ άƛƴŎƭǳǎƛǾŜƴŜǎǎΣέ ŀƴŘ ǇǊƻǾƛŘŜ ǊŜŎƻƳƳŜƴŘŜŘ ōŜƘŀǾƛƻǊŀƭ ƎǳƛŘŜƭƛƴŜǎ ƻƴ Ƙƻǿ ƛƴŘƛǾƛŘǳŀƭǎ 
could be evaluated in their performance related to this competency. 
 
The project will consist of the following: 
 
A.  Research and Analysis 

1. Interview key campus experts that are working on this effort (e.g., staff within Human 
Resources, the Center for Organizational and Workforce Development, and the Vice Chancellor 
for Equity and Inclusion Office). 

2. Obtain general staff feedback and ideas on what inclusiveness should cover (e.g., summary of 
issues raised in staff town hall dialog, interviews with AMTF members, contacting campus 
affinity groups, etc). 

3. wŜǾƛŜǿ ǘƘŜ ƭƛǘŜǊŀǘǳǊŜ ƻƴ άƛƴŎƭǳǎƛǾŜƴŜǎǎέ ǘǊŀƛƴƛƴƎ ƻǊ ǎǳǇǇƻǊǘƛƴƎ ŀ ƳǳƭǘƛŎǳƭǘǳǊŀƭκŘƛǾŜǊse workforce 
4. Review existing training programs and resources focused on this competency. 
5. Review campus, UC, comparable higher education institutions and highly regarded private 
ƴŀǘƛƻƴŀƭ ŀƴŘ ǊŜƎƛƻƴŀƭ ŎƻƳǇŀƴƛŜǎ ŦƻǊ ŎƻƴǎƛǎǘŜƴǘ ŀƴŘ ǊŜǎǇŜŎǘŜŘ ŀǇǇƭƛŎŀǘƛƻƴǎ ƻŦ άƛƴŎƭǳǎƛǾŜƴŜǎǎΦέ 

6. Analyze the collected data and information to draw conclusions and suggest recommendations. 
 
B.  Recommendations (based on research and analysis) 

1. Identify best practices on campus and within other UCs, comparable higher education 
institutions and highly regarded private national and regional companies for consistent and 
ǊŜǎǇŜŎǘŜŘ ŀǇǇƭƛŎŀǘƛƻƴǎ ƻŦ άƛƴŎƭǳǎƛǾŜƴŜǎǎ.έ 

2. LŘŜƴǘƛŦȅ ƪŜȅ ōŜƘŀǾƛƻǊǎ ŀƴŘ ƛƴŘƛŎŀǘƻǊǎ ƻŦ άƛƴŎƭǳǎƛǾŜƴŜǎǎ.έ  
3. Identify strategies to more effectively implement findings and to measure success. 

 
C.  Report 

1. Prepare a report documenting the methods used by the group, the findings on the above 
ǊŜǎŜŀǊŎƘΣ ŀƴŘ ƭƛǎǘƛƴƎ ǊŜŎƻƳƳŜƴŘŀǘƛƻƴǎ ƻƴ ǿŀȅǎ ǘƻ ŦǳǊǘƘŜǊ ǘƘŜ άƛƴŎƭǳǎƛǾŜƴŜǎǎέ ŎƻƳǇŜǘŜƴŎȅ 
across the campus, providing training and support for staff development and evaluation related 
to this competency.  Recommendation should include priority ranking, time and resource 
commitment, and a means for on-going assessment and improvement. 

2. Share the report with the sponsors and other interested parties, inclǳŘƛƴƎ !ŘƳƛƴƛǎǘǊŀǘƛƻƴΩǎ 
Executive Leadership Development Team and Administration Multicultural Steering Council. 

3. Make a presentation to the entire LDP program, including sponsors and guests. 
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Appendix B:  Project Charter 
 

A. General Information 

Project Title: 

 
Supporting and Advancing Inclusiveness and Multiculturalism,  
2008 Leadership Development Program 

Brief Project 
Description: 

Iƻǿ ǎƘƻǳƭŘ ǘƘŜ ŎƻǊŜ ŎƻƳǇŜǘŜƴŎȅ ƻŦ άƛƴŎƭǳǎƛǾŜƴŜǎǎέ ōŜ ŘŜŦƛƴŜŘΣ ŜǾŀƭǳŀǘŜŘΣ ŀƴŘ ǎǳǇǇƻǊǘŜŘΚ 

Prepared By: 
Russ Acker, Yeri Caesar-Kaptoech, Brian Cravanas, Elena Wen Jiang, Susie Jordan, Rebecca 
Miller, Greg Ryan, Tom Schnetlage 

Date:  8 July 2008 Version:  

 
B. Project Objective: 
Explain the specific objectives of the project.   

Chancellor Birgeneau has launched a 5-10 year campus-wide initiative for progress on diversity, equity, and 
inclusion.  Among the many facets of this broad initiative, a Leadership Development Program (LDP) project team 
has taken on the task of determining how the campus should define, evaluate, and support the staff performance 
management core competency of inclusiveness.  As the campus rolls out its new performance management 
process for staff, and begins to evaluate individual performance on inclusiveness, there will certainly be numerous 
issues surrounding the use of that competency. 
The LDP project team will support this initiative by conducting research and providing recommendations in the 
following areas: 

 .ȅ ŘŜŦƛƴƛƴƎ άƛƴŎƭǳǎƛǾŜƴŜǎǎΣέ ǘƘŜ ǘŜŀƳ ǿƛƭƭ ƘŜƭǇ ǇǊƻǾƛŘŜ ŎƭŀǊƛǘȅ ǘƻ ǘƘŜ ǎǘŀŦŦ ǇŜǊŦƻǊƳŀƴŎŜ ŜǾŀƭǳŀǘƛƻƴ ǇǊƻŎŜss. 

 By providing a set of practical tools, including defining and giving examples of specific behaviors, the team will 
enable staff members and their supervisors to evaluate performance on inclusiveness in a fair, measureable 
way. 

 By identifying and recommending specific training and development opportunities related to inclusiveness, 
the team will help enable staff at all levels to expand and enhance their skill sets. 

 
As we clearly and fairly incorporate the core competency of inclusiveness into the staff performance management 
process, the campus may realize the following benefits: 

 The inclusiveness competency embeds an important organizational value within campus systems and holds 
staff accountable for performance related to that value. 

 A clearly defined inclusiveness competency incorporated in staff performance evaluations will allow the 
campus to gather information that can help direct resources/attention/feedback toward improving 
inclusiveness within the organization. 

 As the campus climate shifts toward a stronger focus on inclusiveness, the university will take an important 
ǎǘŜǇ ǘƻǿŀǊŘ ōŜŎƻƳƛƴƎ ŀƴ άŜƳǇƭƻȅŜǊ ƻŦ ŎƘƻƛŎŜέ ŦƻǊ ǘƘŜ ǿƛŘŜƭȅ ŘƛǾŜǊǎŜ ǿƻǊƪŦƻǊŎŜ ƻŦ /ŀƭƛŦƻǊƴƛŀ and will make 
the best use of its diverse talent to sustain its excellence as the premier public university. 

 

C. Assumptions 
List and describe the assumptions made in the decision to charter this project.  Please note that all assumptions 
must be validated to ensure that the project stays on schedule and on budget.   
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Access to pertinent information ς The team will have timely access to data, reports, and other materials directly 
related to the content of project. 
Access to sponsors ς The team will have timely access to sponsors for check-ins and review of key points 
throughout the project. Sid Reel, Director of Staff Diversity Initiatives, is our primary contact among our sponsors. 
Sponsor agreement ς The stated goals and objectives of our multiple sponsors are compatible and our sponsors 
are in agreement as to the deliverables noted in section D of this document. 

 
 

D. Project Scope 
Describe the scope of the project.  The project scope establishes the boundaries of the project.  It identifies the 
limits of the project and defines the deliverables.  
 

Based on examination of best practices (at both UC Berkeley and elsewhere in the U.S.), interviews, and analysis 
of published and unpublished research, this project will: 

 hŦŦŜǊ ŘŜŦƛƴƛǘƛƻƴǎ ƻŦ άƛƴŎƭǳǎƛǾŜƴŜǎǎέ ŦƻǊ ōƻǘƘ ǘƘŜ ƎŜƴŜǊŀƭ ŎŀƳǇǳǎ (as a core strategy) and as a performance 
management core competency. 

 Identify key behaviors and indicators, for all three staff levels and all five rating levels, of the core 
competency of inclusiveness for performance evaluation; provide practical examples of behavior-based 
ratings; and recommend actions for incorporating these behaviors/indicators in the performance 
management process and evaluating the results. 

 Identify training and development activities and resources that would foster and develop the competency of 
inclusiveness; determine potential costs; and recommend actions for implementing training and other 
actions and evaluating the results. 

 

 
List any requirements that are specifically excluded from the scope. 

This project will not: 

 Directly consider inclusiveness in the context of faculty or students. 

 

E. Project Milestones 
List the major milestones and deliverables of the project.   

Milestones Deliverables Date 

Confirm project charter Approved project charter document July 11 

Mid-point meeting with sponsors Discussion, status report Aug./Sept. 

Complete data collection Results ready for analysis Sept. 12 

Complete analysis and report draft Draft report Oct. 23 

Final report due Final project report Nov. 14 

Presentation to sponsors Presentation summarizing research, analysis, and 
recommendations 

Nov. 20 

 
 

F. Roles and Responsibilities 
Describe the roles and responsibilities of project team members followed by the names and contact information 
for those filling the roles.  The table below gives some generic descriptions.  Modify, overwrite, and add to these 
examples to accurately describe the roles and responsibilities for this project. 
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Sponsor:  Provides overall direction on the project. Responsibilities include: approve the project charter and 
ǇƭŀƴΤ ǎŜŎǳǊŜ ǊŜǎƻǳǊŎŜǎ ŦƻǊ ǘƘŜ ǇǊƻƧŜŎǘΤ ŎƻƴŦƛǊƳ ǘƘŜ ǇǊƻƧŜŎǘΩǎ Ǝƻŀƭǎ ŀƴŘ ƻbjectives; keep abreast of major project 
activities; make decisions on escalated issues; assist in the resolution of roadblocks; and provide feedback on 
project report. 

Name Email 

Gibor Basri, Vice Chancellor ς Equity and Inclusion 
(Project Sponsor) 

vcei@berkeley.edu, ehalimah@berkeley.edu, 
villys@berkeley.edu  

Nathan Brostrom, Vice Chancellor - Administration 
(Project Sponsor) 

vcadmin@berkeley.edu, rgardner@berkeley.edu  

Brigitte Lossing, Associate Director, Recreational 
Sports (Functional Sponsor) 

blossing@berkeley.edu  

Jeannine Raymond, Assistant Vice Chancellor, Human 
Resources (Functional Sponsor) 

jraymond@berkeley.edu  

Sidalia Reel, Director of Staff Diversity Initiatives 
(Functional Sponsor) 

sreel@berkeley.edu  

 

Team Member:  Works toward the deliverables of the project. Responsibilities include: serve as team leader and 
facilitator on a rotating basis; understand the work to be completed; complete research, data gathering, analysis, 
and documentation as outlined in the project plan; inform the project manager of issues, scope changes, and risk 
and quality concerns; proactively communicate status; and manage expectations. 

Name Dates as Team Lead Email 

Russ Acker June 24 - July 6 racker@berkeley.edu  

Yeri Caesar-Kaptoech July 21 - August 3 ycaesark@berkeley.edu  

Brian Cravanas September 15 - September 28 and 
November 10 - November 20 

brianc6@berkeley.edu  

Elena Wen Jiang September 1 - September 14 and 
October 13 - October 26 

wjiang@berkeley.edu  

Susie Jordan June 10 - June 23 sjordan@haas.berkeley.edu  

Rebecca Miller July 7 - July 20 rmiller1@eecs.berkeley.edu  

Greg Ryan August 4 - August 17 and  
October 27 - November 9 

gryan@uhs.berkeley.edu  

Tom Schnetlage August 18 - August 31 and 
September 29 - October 12 

csm@csm.berkeley.edu  

 

Process Consultant:  Assists the project team with process-related issues. Responsibilities include: observe each 
team member in the team lead or facilitator roles; discuss meeting issues with team lead/facilitator; review 
agendas and other materials. 

Name Email 

Susan Hagstrom hagstrom@berkeley.edu  

  

LDP Director: Assists the project team with sponsor and project related issues.  Responsibilities include: 
monitoring LDP teamΩs progress; facilitating project scope changes. 

Name Email 

Inette Dishler idishler@berkeley.edu  
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G. Project Risks 
Identify the high-level project risks and the strategies to mitigate them. 

Risk Mitigation Strategy 

The team's research efforts may extend 
beyond the defined project scope. 

The team will agree on a focused project scope definition. The team 
will also monitor scope creep. 

There is a possibility of disagreement 
and/or misunderstandings between the 
sponsors and the project team on goals, 
scope, milestones, deliverables, roles, and 
responsibilities of the project. 

The team will meet with sponsors and create a project charter to 
ŘŜŦƛƴŜ ŀƭƭ ǘƘŜǎŜ ŜƭŜƳŜƴǘǎ ƛƴ ǿǊƛǘƛƴƎΤ ǎǇƻƴǎƻǊǎΩ ǊŜǇǊŜǎŜƴǘŀǘƛǾŜ ǿƛƭƭ 
sign off on the charter. 

Data collection may be limited in breadth. The team will collect data from both higher education institutions 
and companies to reach a good balance. 

Project team member(s) may face 
unforeseen difficulties in their research 
which will affect the successful completion 
of the project. 

The team will communicate regularly with each other and with the 
sponsors to address any problems that might surface. 

Project team may have difficulty in coming 
to agreements on definitions, 
recommendations, and other items in the 
report. 

The team will meet weekly to establish adequate project processes 
and achieve consensus. The team will also develop a glossary for 
common terms. 

The sponsors may not accept or 
implement project recommendations. 

The team will work within the scope defined in the project charter 
and stay in close contact with the sponsors to ensure that success 
factors are fulfilled. 

 
H. Success Measurements 
Identify metric and target you are trying to achieve as a result of this project.  

This project will be considered a success if the findings and recommendations of the LDP project team provide 
actionable steps that help to support leadership development and a more robust staff, within the context of 
inclusiveness. These steps should also help enhance both the Administration vision of multiculturalism and 
campus diversity, equity, and inclusion efforts, within our work place, operations, culture, and environment. 
 
Success measurements include: 
 

 Provide specific short and long term recommendations of practical tools to help managers and staff discuss, 
evaluate, and support the core competency of inclusiveness. 

 

 Further develop the Administration's ability to measure inclusiveness among the staff.  This data will help 
direct resources for improving inclusiveness. 

 

 Develop relevant, practical behavioral examples to map inclusiveness to each level of the five performance 
ratings. 

 

 Recommend relevant best practices for advancing inclusiveness and provide comprehensive analysis 
supporting the list of recommendations. 
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I. Signatures 
The signatures of the people below document approval of the formal Project Charter.  The project manager is 
empowered by this charter to proceed with the project as outlined in the charter. 

 

Functional Project Sponsors:   

Name Signature Date 

Brigitte Lossing,  
Associate Director, Recreational Sports 

  

Jeannine Raymond,  
Assistant Vice Chancellor, Human Resources 

  

Sidalia Reel,  
Director of Staff Diversity Initiatives 
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Appendix C:  UC Berkeley Performance Evaluation Form 
 
The following form is for the evaluation of professional staff; there are slightly different forms for 
managers/supervisors and operational/technical staff.  The inclusiveness competency, however, is the 
same on all three forms. 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 

Instructions: 

Effective evaluation of job performance is an on-going process.  Annually each manager or supervisor 

providŜǎ ŀ ǎǳƳƳŀǊȅ ƻŦ ǇǊƻƎǊŜǎǎ ǘƻǿŀǊŘ ƳŜŜǘƛƴƎ Ƨƻō ŜȄǇŜŎǘŀǘƛƻƴǎ ŀƴŘ ƭŀǎǘ ȅŜŀǊΩǎ ƎƻŀƭǎΦ ¢Ƙƛǎ ŦƻǊƳ ƛǎ 

to be used for annual evaluations, and at other times during the year when formal feedback is 

needed.  

These forms have been approved for employees covered by the Personnel Policies for Staff Members 

(PPSM) for the 2008 cycle.  For represented employees, departments will want to use forms that 

have been approved by the respective bargaining units. 

Part I ς Job Success Factors 

These include knowledge, skills and basic competencies. Rate each factor based on performance 

during the period identified above.  The factors include knowledge and skills specific to this position 

(Part 1-A), and competencies common to the campus professional job standards (Part 1-B). 

Part II ς Goals from last year or last evaluation period 

Rate the progress made on each of the goals established at the beginning of the period. Also include 

any new goals established during the evaluation period and note any modifications to the original 

goals. 

Part III ς Goals for this coming year or evaluation period 

Enter the performance goals for the next period to be evaluated. Individual goals and objectives 

should align with those of the department and the campus. 

Part IV ς Professional Development Plan 

Enter any actions that will be taken by the employee or manager to support the goals indicated in 

Part III above, or specific job success factors in Part I.  The plan may include career growth, job 

mastery, or actions to correct performance. 
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Rating Scale*:  

Level 5 (E) Exceptional 

 Performance far exceeded expectations due to exceptionally high quality of work 

performed in all essential areas of responsibility, resulting in an overall quality of 

work that was superior; and either 1) included the completion of a major goal or 

project, or 2) made an exceptional or unique contribution in support of unit, 

department, or University objectives. This rating is achievable by any employee 

though given infrequently. 

Level 4 (EE) Exceeds expectations 

Performance consistently exceeded expectations in all essential areas of 

responsibility, and the quality of work overall was excellent.  Annual goals were met. 

Level 3 (ME) Meets expectations 

Performance consistently met expectations in all essential areas of responsibility, at 

times possibly exceeding expectations, and the quality of work overall was very 

good.  The most critical annual goals were met. 

Level 2 (I) Improvement needed  

Performance did not consistently meet expectations ς performance failed to meet 

expectations in one or more essential areas of responsibility, and/or one or more of 

the most critical goals were not met.  A professional development plan to improve 

performance must be outlined in Section 4, including timelines, and monitored to 

measure progress. 

Level 1 (U) Unsatisfactory 

Performance was consistently below expectations in most essential areas of 

responsibility, and/or reasonable progress toward critical goals was not made.  

Significant improvement is needed in one or more important areas.  In Section 4, a 

plan to correct performance, including timelines, must be outlined and monitored 

to measure progress. 

*The inclusion of goals is typically a consideration in assessing the overall rating. 
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Part I.  Job Success Factors  
    Factors                  Rating   Comments 

A. KNOWLEDGE and SKILLS SPECIFIC TO THIS JOB       
Demonstrates the essential functions, knowledge and skills articulated in the job 
description  
(may give a global rating OR insert here essential functions as listed in the job 
description, include them by reference in an attached copy of the job description, or 
paraphrase from the job description) 

 
 
U 

 
 
I 

 
 
ME 

 
 
EE 

 
 
E 

 

B. PROFESSIONAL COMPETENCIES       

    1.  Inclusiveness 
Promotes cooperation, fairness and equity; shows respect for people and their 
differences; works to understand perspectives of others; demonstrates empathy; 
brings out the best in others 

 
 
U 

 
 
I 

 
 
ME 

 
 
EE 

 
 
E 

 

    2. Stewardship 
Demonstrates accountability and sound judgment in using university resources in 
open and effective manner, appropriate understanding of confidentiality, university 
values; adheres to policies, procedures, and safety guidelines 

 
 
U 

 
 
I 

 
 
ME 

 
 
EE 

 
 
E 

 

    3. Problem solving 
Identifies problems, involves others in seeking solutions, conducts appropriate 
analyses, searches for best solutions;  responds quickly to new challenges 

 
U 
 

 
I 

 
ME 

 
EE 

 
E 

 

   4. Decision making 
Makes clear, consistent, transparent decisions; acts with integrity in all decision 
making; distinguishes relevant from irrelevant information and makes timely 
decisions 

 
 
U 

 
 
I 

 
 
ME 

 
 
EE 

 
 
E 

 

   5. Strategic planning and organizing 
Understands big picture and aligns priorities with broader goals, measures 
outcomes, uses feedback to change as needed, evaluates alternatives, solutions 
oriented, seeks alternatives and broad input; can see connections within complex 
issues 

 
 
 
U 

 
 
 
I 

 
 
 
ME 

 
 
 
EE 

 
 
 
E 

 

    6. Communication 
Connects with peers, subordinates and customers, actively listens, clearly and 
effectively shares information,  demonstrates effective oral and written 
communication skills 

 
 
U 

 
 
I 

 
 
ME 

 
 
EE 

 
 
E 

 

    7. Quality improvement 
Strives for efficient, effective, high quality performance in self and the unit; delivers 
timely and accurate results; resilient when responding to situations that are not 
going well; takes initiative to make improvements 

 
 
U 

 
 
I 

 
 
ME 

 
 
EE 

 
 
E 

 

    8. Leadership 
Accepts responsibility for own work; develops trust and credibility; demonstrates 
honest and ethical behavior 

 
 
U 

 
 
I 

 
 
ME 

 
 
EE 

 
 
E 

 

    9. Teamwork 
Cooperates and collaborates with colleagues as appropriate; works in partnership 
with others 

 
U 

 
I 

 
ME 

 
EE 

 
E 
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   10. Service focus 
Values the importance of delivering high quality service to internal and external 
clients; understands the needs of the client; customer service focus; shares 
accountability for results provided 

 
 
U 

 
 
I 

 
 
ME 

 
 
EE 

 
 
E 

 

    11. Unit or department specific competency (optional)  
U 

 
I 

 
ME 

 
EE 

 
E 

 

 
 

Part II.  Last PeriodΩǎ Dƻŀƭǎ 
Rate the progress made on each of the goals established at the beginning of the period and any new goals. Note any 
modifications to the original goals. 

 Goal       Rating  Comments 

 
1. 

 
U 

 
I 

 
ME 

 
EE 

 
E 

 

 
2. 

 
U 

 
I 

 
ME 

 
EE 

 
E 

 

 
3. 

 
U 

 
I 

 
ME 

 
EE 

 
E 

 

 
4. 

 
U 

 
I 

 
ME 

 
EE 

 
E 

 

 
5. 

 
U 

 
I 

 
ME 

 
EE 

 
E 

 

       

 

 

OVERALL RATING (based on Parts I and II) 
Relative weights of job success factors and performance goals 
are determined by the manager or supervisor.  Higher priority 
items may be highlighted. 

 
 
U 

 
 
I 

 
 
ME 

 
 
EE 

 
 
E 

 

 

Part III.  Next tŜǊƛƻŘΩǎ Goals 
Enter the performance goals for the next period to be evaluated. Individual goals and objectives should align with those of the 
department and the campus. 

1. 
 
Measure of success: 

2. 
 
Measure of success: 

3. 
 
Measure of success: 
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4. 
 
Measure of success: 

5. 
 
Measure of success: 

Progress toward meeting these goals will be reviewed at the time of the next evaluation. 

 
Part IV.  Professional Development Plan 

 

Signatures: 
Employee:_____________________________________ Date: ________________________ 
My signature indicates that I have received a copy of this evaluation.   
___ I would like to include comments from my self assessment. 
Manager/supervisor:    Name:_____________________________ 
                       Signature: ____________________________ Date: ________________________ 

 Department manager:    Name: ____________________________ 
            Signature: ____________________________  Date:  _______________________ 
The employee being evaluated is to receive a copy of the completed evaluation form and one copy shall 
be placed in the personnel file. 
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Appendix D:  Literature Review Summary 
 

Overview 
 
We wrote this document at the conclusion of our literature review research.  It discusses and 
summarizes both peer-reviewed literature and expert opinions on the general topic of inclusiveness.  
Specifically, this review focuses on the following areas:  definitions of inclusiveness, performance 
management competencies related to inclusiveness, and training and development issues concerning 
inclusiveness. 
 
 

Definitions 
 
UC Berkeley currently uses the following definition of inclusiveness in its performance management 
ǇǊƻŎŜǎǎΥ  άtǊƻƳƻǘŜǎ ŎƻƻǇŜǊŀǘƛƻƴΣ fairness, and equity; shows respect for people and their differences; 
works to understand perspectives of others; demonstratŜǎ ŜƳǇŀǘƘȅΤ ōǊƛƴƎǎ ƻǳǘ ǘƘŜ ōŜǎǘ ƛƴ ƻǘƘŜǊǎΦέ 
 
We found only two other published on-campus definitions of inclusiveness.  The first was a brief, 
extemporaneous one given by Chancellor Birgeneau during a September 2007 interview, where he said, 
άLƴŎƭǳǎƛƻƴ ƳŜŀƴǎ ǘƘŀǘ ŜǾŜǊȅōƻŘȅ ǿƘƻΩǎ ŀ ƳŜƳōŜǊ ƻŦ ƻǳǊ ŎƻƳƳǳƴƛǘȅ ǎƘƻǳƭŘ ŦŜŜƭ ƛƴŎƭǳŘŜŘΦ  9ǾŜǊȅ ǎƛƴƎƭŜ 
person, again independent of what their background is, their ethnicity, their sexual orientation, should 
ŦŜŜƭ ƴƻǘ ƻƴƭȅ ǘƘŀǘ ǘƘŜȅΩǊŜ ƛƴŎƭǳŘŜŘ ōǳǘ ǘƘŀǘ .ŜǊƪŜƭŜȅ ōŜƭƻƴƎǎ ŀǎ ƳǳŎƘ ǘƻ ǘƘŜƳ ŀǎ ǘƻ ŀƴȅ ƻǘƘŜǊ ǇŜǊǎƻƴέ 
(Mogulof & Birgeneau, 2007).  The second appeared in a statement regarding California ballot initiative 
Proposition 8, where the Chancellor ǿǊƻǘŜΣ άInclusion provides the rich diversity of intellectual life and 
creative learning that are at the heart of this great university.  Inclusiveness is a specific strategic 
advantage that allows us to attract and retain talented people who could easily choose to move to other 
parts of the countryέ ό.ƛǊƎŜƴŜŀǳΣ нллуύΦ 
 
For the most part, the peer-reviewed literature does not focus on the definition of inclusiveness.  
Among non-peer-reviewed sources, however, we found numerous definitions.  In total, we found over a 
dozen different definitions of inclusiveness, with some sources providing multiple definitions (Roberson, 
нллпΤ LƴǎǘƛǘǳǘŜ ŦƻǊ LƴŎƭǳǎƛƻƴΣ нллуΤ wŜȅŜǎΣ нллрΤ άLƴŎƭǳǎƛƻƴ όǾŀƭǳŜ ŀƴŘ ǇǊŀŎǘƛŎŜύΣέ нллуΤ Giovannini, 
2004).  An additional source noted that diversity-competent higher education institutions should 
άŜƳōǊŀŎŜ ŎƻƳǇǊŜƘensiǾŜ ŘƛǾŜǊǎƛǘȅ ŘŜŦƛƴƛǘƛƻƴǎέ όaƛŎƘŀŜƭΣ нллт). 
 
As a preliminary step, we identified a few common themes among these definitions.  For example, about 
75% of the definitions emphasized recognizing, understanding, and/or respecting differences.  
Approximately a third of the definitions mentioned a sense of belonging and supporting excellence in 
others.  Finally, about 25% of the definitions included a theme of engaging or communicating with 
others. 
 
The most common non-trivial word used in all the definitions was άŘƛŦŦŜǊŜƴŎŜǎΣέ ŦƻƭƭƻǿŜŘ ōȅ άŀƭƭΣέ 
άǇŜƻǇƭŜΣέ άƎǊƻǳǇΣέ άƛƴŘƛǾƛŘǳŀƭǎΣέ άƻǊƎŀƴƛȊŀǘƛƻƴΣέ άōŜƘŀǾƛƻǊΣέ άǊŜǎǇŜŎǘΣέ ŀƴŘ άǳƴŘŜǊǎǘŀƴŘƛƴƎΦέ 
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In general, the definitions strongly differentiated inclusiveness from diversity.  Definitions typically 
referred to diversity as an attribute, dimension, or characteristic, reflecting demographic data 
(Roberson, 2004; Giovannini, 2004ύΦ  ¢Ƙƛǎ ǘƛŜǎ ƛƴ ŎƭƻǎŜƭȅ ǿƛǘƘ {ƛŘ wŜŜƭΩǎ ŘŜǎŎǊƛǇǘƛƻƴ ƻŦ ŘƛǾŜǊǎƛǘȅ ŀǎ ǘƘŜ 
άǿƘƻέ ŀƴŘ ǘƘŜ άǿƘŀǘΦέ  LƴŎƭǳǎƛǾŜƴŜǎǎ ŘŜŦƛƴƛǘƛƻƴǎΣ ƻƴ ǘƘŜ ƻǘƘŜǊ ƘŀƴŘΣ ǘŜƴŘŜd to emphasize behaviors and 
ŀŎǘƛƻƴǎ όŀǎ {ƛŘ ǎŀƛŘΣ ǘƘŜ άƘƻǿέύΦ 
 
  

Performance Management/ Best Practices 
 
We found very little peer-reviewed literature specific to inclusiveness and the performance 
management process.  There were no articles in the peer-reviewed literature that focused on 
inclusiveness initiatives in an academic setting based on performance evaluation.  The majority of the 
scientific research looked at measuring the effectiveness of diversity program management and training.  
The subject groups in these papers are predominantly from corporate and private sector environments.  
For diversity program management, the main conclusion is that there is not enough evidence to identify 
best practices from the current level of research (Kalev, Dobbin, & Kelly, 2006; Curtis & Dreachslin, 2008; 
Roberson, Kulik, & Pepper, 2003).  The lack of a valid measurement tool for evaluating diversity 
programs was a common theme in the literature, with several authors making the case for development 
of a measuring tool that is consistent and objective (Curtis & Dreachslin, 2008; Roberson, Kulik, & 
Pepper, 2003; Jayne & Dipboye, 2004).   
 
There was at least one large study of hundreds of companies using Equal Employment Opportunity 
Commission and survey data to examine the efficacy of various diversity management programs, such as 
training, mentoring, and performance evaluation on performance (Kalev, Dobbin, & Kelly, 2006; Dobbin, 
Kalev, & Kelly, 2007; Dobbin & Kalev, 2007).  Another paper detailed a survey that defineŘ άƳŀƴŀƎƛƴƎ 
ŘƛǾŜǊǎƛǘȅέ ŀƴŘ ǳƴŎƻǾŜǊŜŘ ŦƛǾŜ ŀǘǘǊƛōǳǘŜǎ ƻŦ ŘƛǾŜǊǎƛǘȅ-competent managers, along with behaviors 
demonstrating each (Aiello & Iwata, 2004).  Finally, a meta-analysis paper looking at performance 
management in general noted that frame-of-reference training helps raters identify and classify 
performance (London, Mone, & Scott, 2004). 
 
Non-peer-reviewed sources provided considerably more information regarding inclusion as a 
performance competency.  In this section, we did identify three university performance evaluation 
forms that seemed especially interesting; we will discuss these, plus numerous others, more fully in our 
άLƴŎƭǳǎƛǾŜƴŜǎǎ tǊŀŎǘƛŎŜǎ ƻŦ 9ȄǘŜǊƴŀƭ tŜŜǊǎέ ŘƻŎǳƳŜƴǘ όCornell Performance Management Initiatives, 
2008; Penn State University, 2003; University of Nebraska-Kearney, 2006).  Somewhat along the same 
lines, we also found a Conference Board report (Lahiri, 2008) that discussed a competency model for 
D&I practitioners, listing numerous behaviors under several categories of inclusion that might apply to 
all levels of employees:  cultural competence, negotiation and facilitation, continuous learning, 
understanding and managing complex group dynamics, judgment, ethics, influence, empathy, and 
communication.  In addition, the Workplace Diversiǘȅ bŜǘǿƻǊƪΩǎ ƭƛǎǘ όBormann & Woods, 1999) of 
attributes of inclusive organizations includes:  demonstrated commitment, holistic viewpoint, access, 
accommodation, equitable rewards, shared accountability, 360 communication and info sharing, 
continuous learning, participatory work process, recognition of culture, collaborative conflict resolution, 
and community relationships.  Finally, a couple of sources focused on general performance 
management found that many firms now evaluate employees more than once a year, and that 



Appendix D:  Literature Review Summary 

 

50 Advancing Inclusiveness and Multiculturalism at UC Berkeley 

 

competency guidelines and employee understanding of performance standards both contributed greatly 
to the effectiveness of Performance Management (PM) processes (Bernthal, Rogers, & Smith, 2003; 
Corporate Executive Board-Corporate Leadership Council, 2002). 
 
The Kalev articles (2006; 2007; 2007) do have useful information in both this context and 
training/development.  They examined the efficacy of various diversity policies and programs and found 
the most effective to be mentoring programs, followed by diversity taskforces/managers, then training, 
ǘƘŜƴ ƴŜǘǿƻǊƪƛƴƎ ǇǊƻƎǊŀƳǎΦ  ¢ƘŜ ƭŜŀǎǘ ŜŦŦŜŎǘƛǾŜ ƛƴǘŜǊǾŜƴǘƛƻƴ ǿŀǎ ŜǾŀƭǳŀǘƛƴƎ ƳŀƴŀƎŜǊǎ ƻƴ ŘƛǾŜǊǎƛǘȅΦ  ά²Ŝ 
suspect that the potential of diversity performance evaluations is undermined by the complexity of 
ǊŀǘƛƴƎ ǎȅǎǘŜƳǎΦέ  wŜƎŀǊŘƛƴƎ ǘǊŀƛƴƛƴƎΣ άƻǇǘƛƻƴŀƭ όƴƻǘ ƳŀƴŘŀǘƻǊȅύ ǘǊŀƛƴƛƴƎ ǇǊƻƎǊŀƳǎ ŀƴŘ ǘƘƻǎŜ ǘƘŀǘ ŦƻŎǳǎ 
ƻƴ ŎǳƭǘǳǊŀƭ ŀǿŀǊŜƴŜǎǎ όƴƻǘ ǘƘŜ ǘƘǊŜŀǘ ƻŦ ǘƘŜ ƭŀǿύ Ŏŀƴ ƘŀǾŜ ǇƻǎƛǘƛǾŜ ŜŦŦŜŎǘǎΦέ  !ǎ ǿŜ ŘƛǎŎǳǎǎ ōŜƭƻǿΣ Ƴƻǎǘ 
studies have found that skills-based training is more effective than awareness training. 
 
The meta-analysis paper (London, Mone, & Scott, 2004) discusses the advantages of frame-of-reference 
όChwύ ǘǊŀƛƴƛƴƎ ŦƻǊ ǇŜǊŦƻǊƳŀƴŎŜ ƳŀƴŀƎŜƳŜƴǘΦ  άCƛǊǎǘΣ ƴƻǊƳǎ ŦƻǊ ŜŦŦŜŎǘƛǾŜ ǇŜǊŦƻǊƳŀƴŎŜ ōŜƘŀǾƛƻǊǎ ŀǊŜ 
identified, and these norms become the standard frame of reference.  FOR training, which provides 
raters examples of good, average, and poor performance for each behavioral dimension, helps raters 
ƛŘŜƴǘƛŦȅ ŀƴŘ ŎƭŀǎǎƛŦȅ ƻōǎŜǊǾŜŘ ǇŜǊŦƻǊƳŀƴŎŜ ŎƻǊǊŜŎǘƭȅΦέ 
 
Although we discuss specific performance management competencies much more fully in Appendix G ς 
UC and External Peer Institution Best Practices Summary, we did include information from three 
particularly interesting university performance evaluation processes (Cornell Performance Management 
Initiatives, 2008; Penn State University, 2003; University of Nebraska-Kearney, 2006).  The University of 
Nebraska-YŜŀǊƴŜȅΩǎ ŦƻǊƳ όUniversity of Nebraska-Kearney, 2006) is one of very few that we found that 
includes both a competency ƻƴ άƛƴŎƭǳǎƛǾŜƴŜǎǎέ ŀƴŘ ŀ ǎŜǘ ƻŦ ōŜƘŀǾƛƻǊǎ ǊŜƭŀǘŜŘ ǘƻ ƛǘ όŀƭǘƘƻǳƎƘ ƛǘ ŘƻŜǎƴΩǘ 
ŘƛŦŦŜǊŜƴǘƛŀǘŜ ǘƘƻǎŜ ōŜƘŀǾƛƻǊǎ ōȅ ǊŀǘƛƴƎ ƭŜǾŜƭύΦ  /ƻǊƴŜƭƭΩǎ όCornell University, 2008) is interesting because 
ƛǘ ŘƛǎŎǳǎǎŜǎ ŀ ǎŜǘ ƻŦ ά{ǘŀŦŦ {ƪƛƭƭǎ ŦƻǊ {ǳŎŎŜǎǎΣέ ƻƴŜ ƻŦ ǿƘƛŎƘ ƛǎ ŘƛǾŜrsity and inclusion.  The document 
notes that the university integrates the same set of skills into training, hiring, performance management 
and evaluations, and compensation/reward systems.  The Penn State document (Penn State University, 
2003) provides aƴ ŜȄŎŜƭƭŜƴǘ ŜȄŀƳǇƭŜ ƻŦ άŘŜǎŎǊƛǇǘƛǾŜ ƴŀǊǊŀǘƛǾŜ ŎƘƻƛŎŜǎέ ŦƻǊ ǘƘŜƛǊ ŘƛǾŜǊǎƛǘȅ ŎƻƳǇŜǘŜƴŎȅΣ ŀǘ 
each of four rating levels.  The behaviors include things like participation, language, awareness, and 
respect. 
 
Finally, among the very little consulting firm output that we were able to access, we found a couple of 
summaries that provided some insights on general performance management that we might want to 
keep in mind.  An executive summary from DDI (Bernthal, Rogers, & Smith, 2003) noted that many 
companies now evaluate employees more than once a year; that PM systems are most effective when 
they include development planning, manager accountability, objective data, and competency guidelines; 
and that the biggest barrier to success in performance management is poor compliance in usage.  A 
presentation from the Corporate Executive Board (Corporate Executive Board-Corporate Leadership 
Council, 2002), notes that PM achieves the biggest impact on employee performance when employees 
understand the performance standards on which they are being rated. 
 
¢ƘŜ 5ƛǾŜǊǎƛǘȅLƴŎ ά¢ƻǇ рл /ƻƳǇŀƴƛŜǎ ŦƻǊ 5ƛǾŜǊǎƛǘȅέ ƭƛǎǘ ό2008) will probably be of little use regarding 
performance management, since none of these companies makes much information about their 




