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Executive Summan

Executive Summary

As Chancellor, | see every day the critical role that Berkeley's outstanding staff plays in helping to build
and support the excellence of our campus.
- ChancelloRobert BirgenealNov.7, 2008

UC Berkeley igne ofthe bestteachingand research institutiogin the world. As such, advancing not

only academics, but also excellence in administration and operations is key to our ongoing sgtass.
contributions in these areas are essential. Diversity, equity, and inclusion &ooour missioras 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 inclusivenesswall 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 dcus 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 pasc 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 decistomaking 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, equand inclusion, our team proposes a camyigde
definition of inclusiveness, performance management clarifications, and training and development
programs

We recommend that campuswide 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 individuatlaorganizational excellence.

In addition, we recommend that the Inclusivenesat&inent be accompanied by seven guiding
principles, known as The Principles of Inclusion. The Inclusiveness Statement, along with the Principles
2F LyOfdzaA2y S FFFANNVA 2dz2NJ OF YLIWz2aQ O2YYAGYSyd G2
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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 Hedsedor
metrics. These metrics can and should be further enhanced witkspattific behavioral examples. So
that all supervisors and employees can benefit from a shared understanding, we also recommend
development of a web page containing specific behavioxah®les.

Advancing Inclusiveness aktllticulturalism at UC Berkele



Executive Summary

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 fahor 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 prodtatesmampusvide

and unitlevel needs assessments in order to target development areas. We recommend utilizing a
three-level, multidimensional training design. By coordinating and consolidating inclusiveness training,
the needs of both individuals andhits 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 embracingt through inclusiveneswill enable Berkeley to become an employer of choice and

sustain its excellence in the global arena of higher education.

Advancing Inclusiveness and Multiculturalism at UC Berkeley
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Introduction and Project Overviev

Introduction and Project Overview

The University of California is womnldnowned for innovation ad excellence in higher educatiom

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, undr the leadership of Chancellor Birgeneau, has launched a five to ten year candggus
initiative for progress on diversity, equity, and inclusidihe newly established office of Equity and
Inclusion headed by Vice Chancellor Gibor Basssentialto this initiative

In addition, the Berkeley Administration Division, under the leadershificag® ChancelloNathan
Brostrom, has affirmed that understanding and advancing diversity is essential to effective
administrative and operational serviceShe ampusmovementtoward advancing equity, diversity, and
inclusion alsdorms a major aspect afurrent approaches to performance managememhich include a
newly added core competency of inclusivengseonrepresented staff performance evaluations.

While excellence in higher education often focasa faculty and students, theffices of Equity and

Inclusion and Administration recognize the value of staff to thgoimg success of our institution.

Staff,who arelargely responsible for dap-day opeations 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, sutheghronicle of

Higher EdQ I G AM2DyWN®BE 0 / 2 £ S 3 T3 OISNRAIMII yERONT § I 3 AIYety R | YA O
recruitment and retention of top talent is crucifar not only faculty and students, batisofor staff.

In order to understand more about how staff diversiyd inclusion contribute to excellence at
Berkeley, Vice ChancellarfAdministration Nathan Brostrom and Vice ChanceltboEquity and
Inclusion Gibor Bastollaboratedto sponsor this project on the topic of inclusivene$he Office of
Equity andrclusioncharged us vih providing a campuwvide definition of inclusivenesd-or
Administration we have taken on the task of recommending hilv@ campus should define, evaluate,
and support the performance management competency of inclusiveness.

Thisreport provides a general campus or organizational definition of inclusivealessy with a
performance management definition of inclusiveness as a core competémagdition,we present
behaviorbased metrics for performance evaluatigas well agpractical examplesf those behaviors
Finally, we provide recommendations faaining programs and activities that foster and develop the
competency of inclusiveness.

In support of datadriven recommendations, our team conducted interviews at UC Berlkeldyeer
institutions, held two focus groups with Berkeley staff membadsninistered an electronic survey, and
extensively reviewed the literature on inclusivene3$irough systematic analysis of the data sets, a
series of core findings emerged pooduce recommendations for defining, evaluating, and supporting
the core competency of inclusivenes#/e also notemplications for further study angdrovidepossble

next steps
Advancing Inclusiveness aktllticulturalism at UC Berkele



Introduction and Project Overview

Finally, through dedicated group process, our team also conducted aewpiment on the lived
experience of inclusivenes8y intentionally focusing on team formation, ground rules, participatory
decisionmaking, rotation of team roles, inclusivessstories, conflict management, and group
evaluation, we invested the extra tinietakes to be inclusiveThis projecis arecordof our
experiences ofrustration, challengejnspiration, and deeper connectior-or our team, the experience
of building group trust andreating an enhanced produehore thanjustified the time and éfort
requiredof inclusiveness.

We therefore wholeheartedlysupportthe worthy endeavor of promoting inclusivengssoughout the
Berkeley campus

- Advancing Inclusiveness and Multiculturalism at UC Berkeley



Methods and Analysis

Methods and Analysis

Overview

Theproject teamacquireddatafor analysisisingfour collection methals. a review ofcurrent

literature, including a best practices analysis of peer instituti@mselectronic survey of nen
represented staffinterviews with experts and key stakeholdeasid two focus groups comprised of UC
Berkeleystaff.

We beganhe data collection process with a review of the literature relevant to inclusiveness and
diversity. We divided his process intdoth a review of peefreviewed journals and published repotig
experts as well as review of peer institution and University Galifornia best practiceslhis 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 electronicrsay to obtain direct inpufrom UC Berkelepon-representedstaff
members(the new form that contains a competency on inclusiveriss®t currently used to evaluate
represented staff Two thousandandomly selectedhon-represented employees, includitgpth
supervisors and neBupervisors, received invitations for the survéijhe survey contained eight
guestions, which respondents answered online.

We alsoconducted mterviews with B UC Berkeley employe@#o areexperts on inclusioand/or key
stakehdders in the projectWe asked achof thesestaff membes sevenopenended questions related
to our projectdeliverablesas discussed in the introduction to this repowe also conducted
interviewswith five other inclusion experts fronseveralbest gactice institutions identified by the
review.

Finally, the project team conducted/d focus groups on the UC Berkeley campus to gather information
related to our deliverablesNineteen staff members attendeid total and discussed fowspenended
guestibnsfor 90 minutesin each group

In the following sections, evdiscuss in detailaezhof thesedata collection method along withthe
procedures that we usetb analyze the resulting data

Literature Review Methods and Analysis

To guide the projectle Y Q&4 NB a S| NOK 2y (i wWeSirstpe2fdrined a raview af th©Of dza A OSy
current body of knowledgegocusingon peerreviewed literature and published expert opiniorihe

project team conducted a database seaveith ERICGoogle Scholar, PubMezhdthe UC Berkeley

f AONI NBE 6S0aA0GSE dzaAy3d OmcMsivangsE éi A @ ¥ OR dza A BS¥ B2 NRRA G
adefinition ¢ éperformance managemeatanddtraininganddevelopmenté The project teamead and

critically analyzed the selected at#s, and thenextracted relevant information.

Advancing Inclusiveness aktllticulturalism at UC Berkele



Methods and Analysis

We alsoreviewed published expert reports on the subject of inclusivenesimgthe sameGoogle
keyword searcbesnoted above The team read and critically analyzed reports, book chapéers white
papersidentified by this processin total, wecollected and analyzealver 40 publisheddlocumens for
our literature review gee Bibliography and\ppendix D).

The project teanalsocollected informatiorfrom peer institutionson the general topic of staff
inclusiveness in higher educatipwith the goal of identifing possibldest practices We examined 11
other institutions within the UC System and 18 other universities, identified as pgemicle of Higher
Educatior2008 Great Colleges to Work For, or Asation of American Colleges and Universities
diversity innovators (see Appendix G)e also looked aseveral corporations identified iDiversitylnQ a
Top 50 Companies for Diversity rankingst, 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 prograthat were very similar to thoseffered

by these companies.

From the results of these two reviews, wrtracted14 aganizationwide definitions of inclusiveness

19 definitions found omperformance management evaluation fosrandsix sets ofnclusivebehaviors
used as examples on thofams. We analyzedhis databy conducting a word frequency analysis
followed by a concept extraction analygiee Appendix D).This process involved three team membhers
one of whompulled definitions and behavioifsom the collected data.The othertwo team members
thenindependently identified majoconceptsor themes in the definitions and behaviors, compared
results, and arrived at a consensu3etailedresults br these analyses appear in Appendix D.

Survey Methalsand Analysis

For our surveynon-represented, noracademic staff membersomprised our target populatigrsince
the new performance management form is currently limited to that staff gromporder to gathetheir
input, we selected a random samplé2000 to participate in the surveyVe obtained eligiblemail
addressed$rom the Personnel Payroll System agelectedthe sample usingandomnumbers generated
in Excel.Non-supervisory staff made up approximately 75%laf tandom samplewith supewisors and
managers comprising the remainder

The survey included a combination of multigleoice and operended questionsWe based he

guestions on best practices research and analysis, focused on the definition of inclusiveness, hehaviors
and trainng and developmentin particularwe usedall of the phrasedisted underthe current core
competency of inclusivenessmultiple-choice optionsn a questiorabout the definition of
inclusivenessTheproject team developed and refinagliestions withtwo of our functional sponsors

who haveexperience with surveysSidalia ReeDirector of Staff Diversity Initiatives ingdity and

Inclusion and Jeannine RaymondssistantVice Chancellorg Human Rsources.We then entered the
guestions in SurveyMomly,aweb-based survey tool.

¢CKS &dz2NBSe Ay@AadaridAzy ¢l a aSyid dzyRSNJ +A0S / KI yOSt
Recipients accessed the survey using the SurveyMonkey URL, which was included in the email invitation.

- Advancing Inclusiveness and Multiculturalism at UC Berkeley




Methods and Analysis

We received 25 bouneback messagesothe survey reached 1,975 staff membel&/e kept he survey
open for two weeksclogngit on October 1, 2008Due to the relatively large response that we
received, we did not senfllow-up reminder messaged/Ve did notaskthe respondats to provide
personally identifiable information, eept for indicating whether they held a supervigimanagerial
position.

We received 507 responsegiving a 8% response rateOut of those response 274 (54%) were from
supervisors or managers @233 (46%) were from nesupervisory staff.The supervisor/manager
response rate was 52% and the rempervisory staff response rate was 16%.

Since the survey generated both qualitative and quantitative responses, our analysis methods varied by
guestion For the operendedresponsa, we conducted both word frequency and concept extraction
analyses.Similar to the procesdetailedA y G KS &a[ AGSNF G dzNBE wS@OAShe aSiK2R:
concept extractiongnvolved multiple readings dhe freeformsurveyresponsesn order toidentify

major concepts and themesdn the analysis of the multiplehoice and coded opeended responses,

we used Survey Documentation & Analysis (SDfvare ONB I 6 SR o0& |/ .-dstedt Se Qa
Survey Methods Progm, to generate frequency tables and correlation statistidée then transferred

summary statistics from SDA into Excel, whicbdueed thecharts that appear in Appendix Bur

detailed discussion of survey resuli¢/e analyzed the surveyath both as avhole and by whether

respondents werenanagerssupervisors or noisupervisors.

Interview/ Focus Group Methods and Analysis

To begin with, v consulted with sponsors, stakeholders, and others to identify campus subject matter
experts on inclusiveness, germance management, training and development, and staff advocacy. We
also identified scholarly experts via our literature review. We tb@mducted inperson interviews with

21 UC Berkelegdministratoss, as well axonference call interviews with admétrators at fourpeer
universities(Appendix F contains a complete list of those we interviewédaddition, ve held o

focus group sessions with Berkeley staff members who hadwide range of experiences and
expertise,andwho expressed highly ddvseviews

The team set the following protocols for conducting and recording the interviews:

A minimum of two AIM members would participate in each interview

Team memberagreedto record responses, not debate them.

Team memberagreed to follow up m responsegor additionalclarity or depth

All interviewers were totake notes andvould reconcile thencollaboratively as soon as possible
after each interview.

egeege

In 14 of our Berkeley interviewae asked a standard set of seven questions that we setié
interviewees ahead of time.We designedtiese questions based upon the literature review and desired
outcomesto provide data for each area of our project objectivégpendix F contains botlné

interview questionsanda summary of the processéizat we used to analyze the resulting data

Advancing Inclusiveness aktllticulturalism at UC Berkele.



Methods and Analysis

The teamalsoheld two onrcampus focus group sessiorsvitations to the first focus group went to
chairs and cechairs of staff organizationgnvitees for the second focus group also included staff
members who are involved in campus advisory committees or diversity and equity iSaleeasked
participants in both focus groups the same questions, winete a subset of the standard questions we
asked campukeaders and subject mattexxperts The team deignated two facilitators and two note
takers for each focus groupfterwards, ve compied and senthe notesto the participants of the

focus groups for possible corrections.

The focus group analysis process corresponded to that of the individualiewetvTwo team members
completed a separate and thorough conceptractionof the responses t@ach question.Once the
separate analyses were completed, the two team membeashed agreement on a set cdmmon
themes. A third team member served as izlbreaker if the two team members analyzing the data could
not come to an agreementWe then addedhe concepts mentioned in the two focus groups to the
conceptsmentioned in the 14 interviews.

For nonBerkeley interviews, the team decided to focus orpmstitutions that demonstrated best

practices in the areas of performance management and training and developiMénbegan by
ARSY(GATE@AYT Hp AyvailAalddzianzya F2N FRRAGAZ2YLFE NBaSI N
Lyl f &3&A &dFbr edc®iGhiede dvg/eamined 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, especizdlydealing specifically with staff,

along withoffices and senior executives responsible for diversity and inclugimally, we looked for
traininganddevelopment activities related to diversity and inclusion.

From this effort, we decided to conduiciterviews with officialsat four universities:UC Davis, UC Irvine,
Cornell Universityand the University of TorontoThese universities stood out as the most likely sources
for useful information on best practiced.-heUC Davis approach to inclusiess attracted our

attention, especiallyor their diversity and inclusiveness training prograAt UC Irvine, we noted the
Diversity Development Progranit Cornell Universitywe observed atrong holisticfocus on staff
development and inclusivenesginally we found thatthe University of Toronto has a welkfined
inclusiveness competency apdrformance management proces®/e customized questions foaehof

the four universitiesand thenanalyzedthe data from each intervieweparately using he same

methods detailed above Appendix F contains a summary of each of these interviews.

Advancing Inclusiveness and Multiculturalism at UC Berkeley



Findings and Recommendatior

Findingsand Recommendations

Overview

We have divided our findings and recommendations into three main topic areas. In the first section,
G5STAYAYSBabyOlidza h Sy o Bide diNidtibdohir®lusivenéss, Whidtizde call the
Berkeley Inclusiveness Statement. We propose seven Berkeley Principles of Inclusion, which build on
the Principles of Community and the UC Diversity Statement. Wewdgest ways to build support for

the new definition and the new principles.

tKS a4SO2yR aSOlA2ys aLyOtdzaA@SySaa la | [ 2NB / 2YL]
definition of inclusiveness in the performance management form for-reggmesented emfpyees. We

provide amatrix 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, whiclwould become part of generally accessible interactive website inclusiveness

behaviors.

Ly GKS GKANR aSOGA2YS G¢NIXAYAYy3a FyR 58@St2LISyid 7
discuss ways of defining and achieving successes. We recommend the creati®al dhclusiveness

Education Program that consolidates and expands current diversity and inclusiveness training programs.

We propose three levels of training and development, and especially recomexgrachding campus

mentoring programs.

Defining Ind¢usiveness 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 Birgenea@ct. 22,2008

Findings

A primary deliverable dhis projectwas to recommend a campugide definition of inclusiveness for
the Office of Euity & Inclusion In support of our recommendationye analyzed and synthesized
findings from the literature review, the electronic surveguiy & Inclusiontown hall data, focus
groups and interviews.

We conducted avord frequency analysis and concept extraction on a data set including 14 definitions,
692 words, and 39 main concepts. The most frequent videdtified in the analysis i&differences

and the major concept igfully utilizing diversit 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 niened a sense of belonging and supporting
excellence in othersAbout 25% of the definitions included a theme of engaging or communicating with

others(see Appendix D)
Advancing Inclusiveness ahtlilticulturalism at UC Berkele



Findings and Recommendations

The literature further indicate that inclusiveness is an organizational strategwas 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. Definitias typically referred to diversity as an attribute, dimension, or characteristic,

NEFf SOGAY3I RSY2ANILIKAO RIFEGF O00GKS GoKIFGe0od Ly Of dza
SYLKI &A1l S 0SKI @A 2NRE Ad divétsity sCholdr Dyn@tRaberder20048)fofkeds € 0 ®
oXdiversity focuses on organizational demography, while inclusion focuses on the remobatadfles

to the full participation and contributionf employees in organizatiors.

Synthesized data from 14 campus interviews and twoaisagroups indicatéthat there is ambiguity
regarding the definition of inclusion at UC Berkeley. Research from best practices at peer institutions
show that institutionghat had diversity and/or inclusiveness statements and visible diversity or
inclusian offices that clearly communicate the institution's messagelendie most impact. Thys

without an organizational definition, it would prove difficult for campus community members to have a
common understanding and be supportive of this value.

The follaving 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
ConceptAnalysis | Word/ Concept Analysi§ Word/ConceptAnalysis ConceptAnalysis
Underganding and Shows respect for Differences Encourage staff
respect of differenceg people and their development and
differences allow time for training
Openness to Promotes fairness and | Fully utilizing diversity | Provide opportunities
differences equity for cross
departmental
collaboration
Increase diverse Engages everyone Inclusion
workforce
Shared vision Training Org culture

Sense of belonging | All

Participatory decision Values everyone
making
Flexibility Include
Hiring/Promotions

(All items in ranked order)

Advancing Inclusiveness and Multiculturalism at UC Berkeley



Findings and Recommendatior

Recommendations

Inclusiveness is a principle that welcomes, acknowledges, and celebrates our diyessitymakes us
different and unique; and creates an environment that encourages and fosters open communication,
innovative tloughts and ideas, participatodecisionmaking 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 institutionthhtes each individual by creating access
and communicating opportunities to participate and contribute to a common ideal that further
embodies our missioof teaching, researctandpublic service.

The Berkeley Inclusiveness Statemean ongoing, shaikresponsibility
Based on our findings and analysis, we offer the following organmadtéefinition of inclusiveness:

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

The Brkeley Principles of Inclusion

In addition, we recommend the following seven Principles of Inclusid. Principles, whicle

modeled after the Principles of Community and build on the W&rBity Statement, are likewise
created using data from the interviews, survey, literature review, and focus graupsPrinciples of
Inclusion are presented afe Will statements to indicate our campus commitment to inclusiveness as
an ongoing and agtve process.

We will - embrace and celebrate our individual and collective talemtglerstanding that they are best
utilized when collaboratively engaged.

We will - respect and value the different perspectives of otheeslizing that our difference
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 ofir comments, actions, and impactgith 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 sensef community through commitment and accountability by demonstrating
respectful behavior.

We will - commit to expanding ouwvorldviewon a continuing basis.

Advancing Inclusiveness aktllticulturalism at UC Berkele



Findings and Recommendations

Additional Recommendations

e Create a communication and/or marketing strategy to launch the neyamizational definition of
inclusiveness and thigrinciples ofinclusbn. A broad communication strategy would invite dialogue
and input about the definition and principle®ased on input, changes could be made to foster
greater buyin of theInclusiveness Statemenand Principlesof Inclusbn. Bestpractices research of
peer instiutions indicated that a tag line ofogian, such aéOne Campusdylany Voicei €University
of lllinois)or 6Open Doors, Open Heartnd Open Minds (Cornell University), hped increase
awareness and providea central identity for Equity & Inclusion/Diversiiffices. Other
promotional materials could include bookmarks, pagtads, pens, and posters.

e Fosterengagedparticipation through traditional communication and @rtactive technology,
articles or staff testimonies on inclusiveness in Berkeleyanblogs, wikis, social networkisifes
reaktime polling, gaming, videos, etc.

¢ Request the Office of Equity & Inclusion to work directly with units to createlewst strategic
plans with clear objectives, implementable action items, and measurable milestd@ihesunitlevel
plans would tie to the campuside Equity & Inclusion strategic plan, currentlyderdevelopment.
In addition units would be accountable fansuring 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 definitiomaaice
recommendations to change or date the definition as our campus culture continuestmlve

¢ Involve UC Diversitgducates and uity & Inclusiondirectors in facilitated constructive dialogues
of the Principles of Inclusion and the campus definition of inclusiveness. Campusdmsesdh
reveals that UC Berkeley has a long history of diversityticultural,and social justice efforts;
K26SOSNE Ylyeée 2F (GKSasS STF2NIa KI @S o6SSy f2ad Ay
of budget constraints. Interviews revealttht 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 campuswide inclusiveness efforts.

o Create additional measurements for success in additiothhé campus climate survey abduity &
Inclusionstrategic plan. Begtractices research of peer institutions shetlat visible multiple
success measurementsve important in achieving lonterm success. Therefore, we recommend
that UC Berkeley padipate in ranking surveys suak¢ KS / KNR y A Of S 24fD NBAFIIK SNJ 9
[ 2Tt S3Sa 25 AESNVEAZRNDYECRRANSE 3Sa YR | YADGSNRAAGASE P
benefit to such surveys is thparticipants receive benchmarking data, not aafalié to the public,
for all othersurvey 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 initiatbreorganizational

performance. Current campus efforts, such as the Berkeley Diversity Research Initiative, combined with
increased research on the topic of inclusiven&gh assist in identifying success factors.
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Defining Inclusiveness and Behavsofor Performance Management

Findingsg Assessing the Current Performance Management Definition of Inclusiveness

In addition to recommending a campusde definition, our project sponsors also charged us with
evaluating the current definition of inclusiness, which appears on the noepresented staff
performance management form.

From the aitset of this project, we understood the importance of developing tqa<lear definition,
behaviors, and training optionsto help managers andmployeeswvith measuring and evaluatg
inclusivenessQur interviews and focus groupbowever revealed a deep frustration with the challenge
of measuring and evaluating employees on inclusiversss to the lack ofwch tools Indeed, some
called the process itselixelusive because the evaluatiappeas overly subjective.

Nevertheless, those we interviewed also understood the value of measurement as a tool to promote
behavioral changes and loeitforward to muchneeded clarity on evaluating and measuring
inclusieness.

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, interaisvs
focus groups.In particular, we first re@wed the data analysi®f the following multiple-choicesurvey
guestion:

@The following phrases are among those sometimes used to define inclusivalibash of the
following aspects do you think best defines inclusivendBkase select and rank yaap 5
choicest

The multiplechoice options listed included the phrases in the current definition, which are:
oPromotes cooperation, fairness and equity; shows respect for people and their differences;
works to understand perspectig®f others; denonstrates empathy; brings out the best in

othersg

Ranked among the top five responsesre: ¢ { K2 6 a NBALISOG F2NJ LiS2LX S
éPromotes fairness and equiy |- WdRks & understand perspectis@ T 2 (i GoSviikety ¢

Iy R

[:.I

GPromotes coopeation,é Briings out the best inother§l Y R a5 SY 2y a i Nanke@aor SYLJ (G K& ¢

near the bottom of the 14 optionsDifferences between manager and noranager responses to this
guestion were not statistically significant.

In addition, data analys fram interviews and the literature reviewegardingdefinitions of
inclusiveness show that feates opportunities for access and succéésfigages S @S Nild2 y S = ¢
Gt N2 Y Bén&of bélongingall appear asnajor concepts.

We were pleased to see that tee findings align closely with the findings reported earigardingthe

campuswide definition.
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Recommendatiorg, Defining Inclusiveness for the Performance Management Form

Based on the findings described above, we recommend that the definition abimehess that currently
appears on the performance management formrbedified by removing the lowest rankedauses

and adding the top concepts from our data analysis to thertogked phrases in the current definition.

Therefore, we propose that thauorent definition:

Gt N2Y2GSa O22LISNYdA2y> FFANYySaa FyR SldAadGeT &K
works to understand perspectig®f others; demonstrates empathy; brings out the best in
20KSNBE®E

be replaced with:
Shows respect for peopdmd their differences; promotes fairness and equity; engages the

talents, experiencesand capabilities of others; fosters a sense of belonging; works to
understand the perspectives of otheasid creates opportunities for access asutcess.
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Findingsg Identifying Behaviors That Define Inclusiveness

One of the major deliverables for this project was describedids RSy G A F& 1 Se& o0SKI @A 2NA
for all three staff levels and all five rating levels, of the core competency of inclusiveness for

performance evaluation; provide practical examples of behab@sed ratings; and recommend actions

for incorporating these behaviors/indicators in the performance management process and evaluating

0KS NBadz Gaodé

Therefore, we set out to gather and develgpecific behaviors that illustrate inclusiveness.addition
to the data analysis described abovee synthesizedindingspertaining to behaviorérom the literature
review, survey, focus groupsnd interviews to support a set of behaviors that exefygle
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 responsibilitieand employee developmentThe survey data revealed

that thesebehavioral concepts aligu closely to the phrases in the recommended definition above.

Throughout our interviews and focus groypg consistently heard the mel for specific behavioral

examples to further clarify and provide a basis for measuring inclusiveheasldition, we heat

repeatedlyabout the ambiguity of the terndinclusiveness & K & A G A& dzf GAYIF GSteé& RSHT
personal experienceandthus means something different to each of us and to each unit on campus.

Campus experts expressed concern about the evaluation process being too subjective:
G¢EKS F2NX> a Ad A& y26> R2SayQid NBIldzANS Yyl 3
behavior; instead the rating is very subjectiieor example, the term ‘respect’ is very broad and
Ad AYGSNILINBGSR RATTSNBY G WewoRtdtIRegpoytE s@ng 2y SQa
LJ 23S dzyft Sda 6S RSTFAYS aLISOAFAO aSia 2F 0SKIFGAz2

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

GC2NJ NrGAy3Ias Al KSt LA T GKSNB I NB SEI YLX Saz

¢KS SEIFYLX S&a YIFIeé ySSR (2 NBfIFIGS (G2 &ALISOATAO 22
A more detailed, butepresentative, response was:

LYy Ot dzaAdSySaa Aa dzyAOSNAEIE Ay | 6l &35 o6dzi SELFY

RATFSNBY(G o0& 2NHIFIYATIFGA2yLFf adNX Gl o l'a FTIFN I a

differences among professions orlie 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 servicebor supervisors, examples will concern relations with peers and

your frontline workers, the people with whom you worKhe definitions and concepts could be

0KS alyYS SOSNEBSGKSNBI o6dzi GKS SEFYLX Sa FNB o6Sdid
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In addition,almost a thirdof those we interviewed had not yet used the neerfprmance evaluation

form. Moreover, we learned that units and department are inconsistently approaching the evaluation
process of the core competencieSome staff are evaluated on a select number of competencies, which
are selfidentified; others areevaluated on albf the competencies.Additionally, some supervisors and
YEYyF3aSNE tAYAQGD GKS SOlridEIRgR adPViINPBISYEYSSYSSRER
using the full fivepoint scale.These inconsistencies undermine the effort oalexating staff on
inclusivenessTohelpaddress these inconsistencies, we offer recommendations in the training and

development section of this report.

Furthermore, we consulted best practices data to gain a better undergtgrd how other institutions
havedeveloped, organizednd employedescriptions of behaviors that demonstrate inclusiveness
Several institutions have developed magsthat describe suclbehavios across rating levelsee
Appendix G for examples)

Finally the best practies 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 listegll@ehavioral

statements associated with their diversity/inclusiveness competency. Of those 10, only 3 (Penn State,
University ofMichigan, andJniversity ofToronto) listed behaviors at more than one rating level.

Finally, only the University dorontogave behavioral examples that spanratbf their performance

rating levels.
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Recommendationg, BehaviorsDemonstrating Inclusiveness

Based on the research and analysis described altbegroject teamdeveloped a matrixhat lists a
broad set of behawrs for each phrase iour recommended performance management definition of
inclusivenessWe then spanned those behaviors across the five rating levdls. matrixappears on
pages 2123 below.

The data is clear in calling for an inclusive, ongoinggss for developing specific behavioral examples
to demonstrate inclusiveness at all levels within the organizatiime matrix we developed is by no
means an exhauste list of behaviors, butather shouldbe considered a guideline for supervisors
employees, and entire unit® begin a dialogue about specific behavidesnonstratinginclusiveness.

Therefore, we recommend the following, in priority order:

w Develop ndividual andunit-specifichehavioralexamples ofnclusiveness
w Create aveb pagefor sharingthese lehavioralexamples

Develop Individual and Un#pecific 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 urspecific béavioral examples of inclusiveness that seem
appropriate to their circumstances and objectivashis would be part of the usual performance
management cycle and would enhance the dialogue between managers and employees to evaluate
inclusive behaviorThis would also give both managers and employees an opportunity to clarify the
specific behaviors that demonstrate inclusiveness for their specif&c btire units could then use

these individual behaviors as the basisdmcussions odeveloping unispecific behaviorsDeveloping
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 inclusivenesy developing behavioral examples should not be considered dioree
process, but rather a continuous dialogudew situations and issues will require a reevaluation of our
understanding of inclusiveness and may require a change in the behthdbrge have identified as
demonstrating inclusiveness.

Create aVeb Pagdor Sharing Behavioral Examples

To optimize the continuous process of developing individual and unit level behavioral examples of
inclusiveness, we recommenttvelopment ofa webpageto facilitate the sharing obehavioral

examples across campuStaff and other members of the UC Berkeley community could access the web
page to gain ideas about whhaehaviorsdemonstrate inclusivenesslhey could also anonymously
submitnew behaviorsfor additionto the webpage.

The webpage would not only serve as a tremendous resource for better understanding inclusiveness at
UC Berkeley, it would also allow the campus to encourage specifiptaatice behaviors that would
apply campusvide. It coud eveninclude countefproductive behaviors based on individual and unit

level examples.
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Further Study

CAylLftfesxs S NBO2YYSYR GKFdG GKS OF YLIzA ¥FdzNI KSNJ & dz
descriptions, within the knowledge, skiltmd 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 #recotte

competencies.
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As discussed above,ighmatrix 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 deaeldjpionalbehaviors thatare specific to individuals and units

Behavior
Category
Shows respect
for people

and their
differences

Promotes
fairness and
equity

Engages the
talents,
experiences
and
capabilities of
others

Unsatisfactory
e Fails to demonstrate
respect for the value of
individuals regardless of
their background or culture
e Fails to respect
diversity; does not
demonstrate respect for the
opinion of others; does not
value each person's
contribution to the team

e Fails to address inequity
issues that arise within the
work unit

e Fails to attempt conflict
resolution techniques and
manage differences
constructively

e Fails to develop and
maintain cooperative
working relationships with
peers, caworkers and
managers

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

e Fails to incorporate
contributions from diverse
groups and individuals

Improvement Needed
e Rarely demonstrates
respect for the value of
individuals regardless of
their background or culte
e Rarely respects
diversity; demonstrates
respect for the opinion of
others; values each
person's contribution to
the team

e Rarely addresses
inequity issues that arise
within the work unit

e Rarely attempts conflict
resolution techniques and
manages differences
constructively

e Rarely develops and
maintains cooperative
working relationships with
peers, caworkers and
managers

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

e Rarely incorporates
contributions from diverse
groups and individuals

Meets Expectations

e Consistently demonstrates respect for the value, o
actively demonstrates respect
for the opinion of others; and
values each person's
contribution to the team

of individuals regardless of their background or
culture

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

e Consistently addresses inequity issues that aris
within the work unit

e Consistently attempts cdlict resolution
techniques and manages differences constructively

e Consistently develops and maintains cooperativ
working relationships with peers, asorkers and
managers

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

e Consistently incorporates contributions from
diverse groups and individuals

Exceeds Expectations
Promotes diversity,

e Proactively addresses
inequity issues that arise
within the work unit

e Promotes conflict
resolution techniques and
manages differences
constructively

e Proactively develops and

maintains cooperative working

relationship withpeers, ce
workers and managers

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

e Proactively incorporates
contributions from diverse
groups and individuals

Exceptional

. Takes actions that
respectdiversityt Examines
own biases and behaviors
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

. Has made contributions
that have had amven
impact on the promotion of
equity in the unit or across
the university
e Actively seeks out
opportunities to promote
equity and diversity issues

e  Leverages diversity
seeks out and uses
ideas, opinionsand
insights from diverse
and various sources ant
individuals; maximizes
effectiveness by using
AYRAQDARdZ £ &
talents and abilities on
task and/or

assignments
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Behavior
Category Unsatisfactory
Fosters a e Fails to promote
sense of positive relations and a
belonging welcoming environment for
diverse groups
e Fails to use appropriate
language in the workplace
Works to e Fails to accepts
understand feedback constructively;
the adapt well to others who
perspectives have different leadrship
of others and interpersonal styles
e Fails to seek
understanding and establist
relationships with others to
learns more about people of
other cultures and
backgrounds
e Fails to attend diversity
training and activities
Creates e Fails to make an effort
opportunities to create a
for access and| nondiscriminatory or
success harassment free workplace

Improvement Needed
e Rarely promotes
positive relations and a
welcoming environment
for diverse groups
e Rarely uses
appropriate language in the
workplace

e Rarely accepts
feedback constructively;
adapts well to others who
have different leadrship
and interpersonal styles
e Rarely seeks
understandingor
establishes relationships
with and learns more aboul
people of other cultures
and backgrounds

e Rarely attends
diversity training and
activities

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

Meets Expectations
e Consistently promotes positive relations and a
welcoming environment for diverse groups
e Consistently uses appropriate language in the
workplace

e Consistently accepts feedback constructively;
adapts well to others who hawifferent leadership
and interpersonal styles

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

¢ Consistently attends diversity training and
activities

e Consistently makes an effort to create a
nondiscriminatory or harassment free workp&

Exceeds Epectations
e Actively promotes positive|
relations and a wieoming
environment for diverse

Exceptional
Develops activities to
promotes positive relations
and a welcoming

groups environment for diverse
e Promotes appropriate groups on campus
language in the workplace e Discourages

inappropriate language in
the workplace

e  Coachesthers who
have difficulty building
rapport

e Actively accepts fedzhck | o
constructively; adapts well to
others who have different
leadershipand interpersonal
styles

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

e Promotes and attends
diversitytraining and activities

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

Seeks out and promote:
diversity training and
activities campus wide

e Actively makes an effortto e
create a nondiscriminatory or
harassment free workplace

Promotes creating a
nondiscriminatory or
harassment free workplace
across campus
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Behavior

Category
Additional
behaviors for
Supervisors/
Managers

Unsatisfactory

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

e Fails to conducts annua

performance appraisals

and provide constructive

and positive feedback to

staff

e Fails to promote

opportunities for staff

development
e Fails to attend trainings
and education in EEO /AA
e Fails to promote an
understanding of the
benefits of an inclusive
organiation

Improvement Needed

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

e Rarely conducts annua

performance appraisals

and provide constructive

and positive feedback to

staff

e Rarely promote

opportunities for staff

development
e Rarely attends
trainings and education in
EEO /AA
e Rarely promote an
understanding of the
benefits of an inclusive
organization

Meets Expectations
e Consistently identifies opportunities to comply
with policies and directives related to
equity/diversity /EEO/AA
e Condicts annual performance appraisals and
provides constructive and pasie feedback to staff
e Makes sure all staff have opgonities for staff
development
e Regularly attends training and education in
EEO/AA
e Whenpossible the composition of staff,
supervisos and managers, and work project teams
support diversity
e Ensures that employees are aware of stated go:
and job expectations; provides appropriate guidanc
coaching and feedback; encourages employee
development of new concepts/ideas; effectively
assignend delegates work
¢ Helps others understand the benefits of an
inclusive organization

Exceeds Exmations
e Proactively identifies
opportunities to comply with
policies and directives related
to equity/diversity EEO/AA
e Consistently conducts
annual performance
appraisals andnovides
constructive and positive
feedback to staff
e Consistently ensures all
staff have oppdunities for
staff development
e Actively attends training
and education in EEO/AA
e Actively ensures that
employees are aware of
stated goals and job
expectations; povides
appropriate guidance,
coaching and feedback;
encourages employee
development of new
concepts/ideas; effectively
assigns and delegates work

Exceptional

. Continuously reviews

current departmental
procedures and practices fo
differential impact on
groups and mads changes
as appropriate, including
documentation

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

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

Findingsg 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 appéndices 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 programsréhédbaed 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. Furthermord,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 a®wupsahegd
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. Skilasedtraining 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 caser hesi

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, beliged that making inclusiveness trainingndatorywas 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 alsal fihat 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 thastaff 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 programsésiheh
now defunct Career Development Opportunity Program), ctossing/internship programs,
mentoring, staff organizations, and community networking opportunities. al§elearned that many
organizations have found success by embedding inclusiver#sa @ wide variety of training and
development programs, rather than offering programs that deal only with inclusiveness.

UC Berkeley staff members showed strong support for-sppcific inclusiveness training and
development, as well as for proactitraining programs. Many saw conflict management training and
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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 Dieygnent 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 exampld| @C Davis staff members participate in basic inclusiveness
awareness training during new employee orientation. They can then proceed to mdepin training

on awareness, skills development, and behavior change in-daytivorkshops.

Our researcltonfirmed an emphasis on approaching T&D for inclusiveness as an ongoing process,
rather than as a onéime effort. In addition to incorporating training in new employee orientation, as
UC Davis has done, other institutions, such as Cornell University ateo 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 suppoditr customizing inclusiveness training at the unit level in order to meet
specific objectives identified by a heeds assessment.-lelvl training, involving people who work
together on a regular basis, tends to have the greatest impact. All foueafriversities that we
identified as having the best overall T&D practi¢é$C Davis, UC Irvine, University of Toronto, and
Cornellg 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, preferatinbyge
personnel along with trained volunteers, to take maximum advantage of institutional knowledge. Here
at UC Berkeley, the new Interactive Theater Progrsponsored 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 inesiveness programs that are primarily staffented 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 includds/fadeans, 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 ofmetrics 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 siMé 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 appropiate 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 witieads 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 didlted training will vary

depending on thdéackground and knowledge of the trainees.

In addition to a needs assessment, our findings indicated the importance of fofjgevograms as well

as feedback processes that allow for program changes. We also found strong support for ensuring that

all 4aff, 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, praxgddpportunities that go beyond visible

differences such as gender, race, and job classification. For example, one survey respondent thought

that looking at different probler@ 2 f Ay 3 aGef Sa avyl e NBOSIHE &Kl NBR &I
alreadyy Of dZRSR Ay | 3INRdzLI AYy | ¢l & GKIG 61L& y23 20042
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Recommendationg, 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 prestmthe 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 diséy and inclusiveness training programs. We believe a single
organizational point of contact would better serve clients of these programs. We therefore recommend
GKIFG dzaSNaR | 00Saa AyOfdzaa@gSySaa ¢9g5 Lisdaeds Ya dzyRS
9RdzOF A2y t NRANI Yé 6/ L 9leandnodulesStRelSupsrvisoly Pevedlognient(i 2 dzi A
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, @i&Rd offer a threepronged, multilevel 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 thatiedntbe 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 alternativesAs designed, we recommend that the program be promoted on the Equity
& Inclusion website and egponsored by the Center for Organizational & Workforce Development and
Human Resources

Needs Assessment

We recommend that the campus utilize needs assesg and climate survey data as overarching
components of the inclusiveness education programhile this report serves as an initiedmpuslevel
needs assessment for T&D on inclusivenésdings from the upcoming campus climate survey will
provide addtional insights on campus training needs. Nonetheless;lanél needs assessments
constitute thefoundation for expanding inclusiveness training and development. We therefore
recommend that the campus pilot a uddvel needs assessment for select dgments. 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 betweebasall and
awarenesshased training. Ongognunitlevel 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 theildredao
individual unit needs.

We believe there are three types of inclusivenes&nted training Berkeley could offer: awareness
training, skills training, and outreach training. We list a set of actions for implementing these trainings
below. Inmany 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 Devpioent

This type of training focuses on sending an institutional vaAlaged message and increasing awareness
about inclusiveness. We recommend the campus take the following steps to implement awareness
training:

w Incorporate elements of inclusiveness aemaess education in New Employee Orientation and
classroom awareness trainings.

w Identify eLearn modules that increase inclusiveness awareness and promote these aquiheSE
Inclusionwebsite.

w Gather training and development information on inclusiveniessne 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.

w Develop plans for collecting feedback on the effectiveness of tresmmmended actions.

SkillsBased Training and Development

This type of training focuses on skills acquisition and competency development. Participants in these
trainings are nominated or seffelected. A goal is to create a critical mass of highledkilclusiveness
practitioners on campus. We recommend the following steps for implementinglsagisd

inclusiveness training:

w Employ existing resources and experienced staff who currently delivertskdisl training in
programs, such as the Supmory Development Lab (SDL), the UC Business Officer Institute, the
UCB Leadership Development Program, the Staff Diversity Facilitator Network, and the RSSP
Leadership Development Institute.

w Significantly expand the options for campus mentorship, cn@ssihg, 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 anganization.

w 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 séwxemplary models of unlevel committees and
councils including Administration, the School of Public Health, and University Health Services.

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

w Make career development (including annual performance reviews) for staff part of every
adzLISNIA a2NRa LISNF2NXYIFYyOS NBOASS D 'aS ocn NBOAS
and customers when evaluating managers and supervisors.

w Evaluate exising inclusiveness programs on a regular basis for possible improvements. Close the
feedback loop by implementing the changes.
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Findings and Recommendatior

Outreach Training and Development
This type of training focuses on inclusiveness outreach. We recommend the following actions:

w For staff members who show particular interest, the campus should providegth, skillsbased
training in order to develop subject matter experts on inclusiveness. These people would serve as
ambassadors to other units for both training and creatmi-level plans for inclusiveness.

w22N] SAGK GKS OFYLWz2Q {GFFF 9ljdzZf 9YLX 28YSyd hLl
inclusiveness training programs. EEO currently offers a number of related workshops, including
Impact Model and communicatiomsodules.

w 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 compdianey sessions

are provided.

Include the availability of thesmodules visibly on the Equity & Inclusion website.

Conduct a skills assessment and needs assessment among the existing training workforce to identify

training programs that would be valuable to our existing trainers.

w Focus on developing-mouse trairers with different styles and approaches in order to reach a
broader spectrum of staff.

w Evaluate the programs on a regular basis for continual improvements.

€€

Additional Recommendations

w Mitigate inconsistent use of performance evaluation form by contigygperformance management
training classes for supervisors and managers.

w 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 Apor&agti 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.

w Evaluate the possibilityf restarting previously existing programs, such as Workplace Success
Stories, that provide useful information about inclusiveness.

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

w Do not make training mandatory, but encourage it through the performanceag@ment 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 betweenflict 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 skillse@ble toresolve and facilitate conflicia a positive

way in order for diversity and inclusion to flourish
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Conclusion

Conclusion

In conclusion, our research study affirms teeedngly complex nature and overall value of

inclusiveness. We found that while Berkeley has strong leadership forirgeiass, 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 oth campus community members and our organization as a whole. Through our data
O2ttSOGA2Y YR lyltearaz ¢S aSS S@Sy Y2NB SOARSyYyO
excellence, which is rooted in a commitment to diversity, equity, andisnmh.

Ly &dzLJLJ2 NI 2F 2dzNJ OF YLIzA Q& O2YYA G YSdivenkeg Ay Of dzaiA @
recommendations to provide a unique inclusion strategy for UC Berkeley:

w The Inclusiveness Statemana definition for campusvide use

w The Principls of Inclusiorg sevendWe WIIE statements upholding the definition

w An Inclusiveness Competency Modificatiprefining the core competency

w Metrics for Performance Evaluatiapa matrix of behaviothased ratings

w The Cal Inclusiveness Education Paote for staff training and development

Asa prominentdiversity expert on campus statesg want to see Berkeley live up to its reputatidti

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 servigdbut also administration and operatiahservices, which support our core mission.

A commitment to inclusiveness is thus a commitmenftdzNII KSNA y3 . SNJ St SeQa SEOS
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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 &t@ff at
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 summazés 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.

AppendixF Interview/Focus GroupgSummary
Appendix F lists participants in the interviews that we conducted for this project, as well as summarizing
the analysis that we performed on datallected from interviews and focus groups

Appendix G UC and External Peer Institain BestPracticesSummary
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: SuppdNJi Ay 3 YR ! ROl YyOAYy 3 adzZ GAOdz (i dMdlubiverded®e al 24 a
defined, evaluated, and supporteél?

Sponsors:
Vice Chancellor Administration Nathan Brostrom
Vice Chancellag Equity & Inclusion Gibor Basri

Functional Spons®

Director of Staff Diversity Initiatives Sidalia Reel

Administration Multicultural Task Force Member Brigitte Lossing
Assistant Vice ChancellpHuman Resources Jeannine Raymond

Background:

Chancellor Birgeneau has launched-B05year initiative foprogress on diversityquity, and inclusion

across the Campus. This initiative will be headed by the Vice Chandetiaity & Inclusion Gibor Basri.

+A0S / KIyOStf2N . NEAGNRY KIlFa I|faz2 HualliydsSvest adl G4SY
our students and faculty, as well as to attract the talent we need within Administration, we need to
understandembrace} YR | R@I yOS Ydzf GA Odzf (G dzNI £t A &Y Pé ¢KA& ONER
further define and embed the tenets of multicultdiem within the fabric of Administration units while

also partnering and supporting the work of Vice ChancelBquity & Inclusion Basri in fostering and

promoting diversity at UC Berkeley.

Vice Chancellor Basri has hired a Director of Staff Divendigtives 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 Adminisation Multicultural Steering Committee composed of five Executive Leadership
Team (ELT) members to oversee this important initiative. The ELT then appointedesnb@r staff

task force (Administration Multicultural Task Force, AMTF) to initiate a reaneldefine a firsyear

effort to implement this vision.

la¢C YSYOSNE LI NGAOALIGSR Ay *#AO0OS [/ KIFIyOStf2NJ . | &N
In addition, AMTF members have conducted an initial assessment of current campus progsiems s

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 brn@edje 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; having an LDP project team focus exclusively on the core competency of

GAgzDX Sy Saaoe CKA&a O2NB O02YLISGSyOe Aa y2¢ AyOf dzR:
supervisor, manager, and professional employees.
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Ultimately, findings and recommendations by the LDP project team could provide actionable steps upon

6 KAOKIZZOAMMA/SGESaa¢e KSf LA (2 adzllll2NI F Y2NB NRBodzad aidl
enhance the Administration vision of multiculturalism and campus diversity efforts within our work

place, operations, culture, and environment.

Scope:

The LDPpr§ Ot A& RSAAIYSR (G2 FAd2NIKSNI RSTFAYS GKS O02NB
and development activities and resources such-&saen that would support manager and staff
RSOSt2LIYSyd Ay F2adGSNAyYy3A I yR [R&EHES ardl tebosirBendt A y Of dza
FOGAz2zya (2 | ROlIYyOS aAyOfdzaA@SySaazé yR LINRPOARS
could be evaluated in their performance related to this competency.

O
%)
N.

The project will consist of the following:

A. Research andnalysis
1. Interview key campus experts that are working on this effort (e.qg., 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 aitkas 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. wS@ASE (GKS tAGSNI GdzNB 2y aAyOf dza A 0&Ww&Kioicé G NI Ay
4. Review existing training programs and resources focused on this competency
5. Review campus, UC, comparable higher education institutions and highly regarded private

YEGAZ2Y Lt FTYyR NBIA2YIFE O2YLI yASa VONUD2PEIYSa8wa
6. Analyze the collected data and information to draw conclusions and suggest recommendations

B. Recommendations (based on research and analysis)
1. ldentify best practices on campus and within other UCs, comparable higher education
institutions and highly regarded private national and regional companies for consistent and
NBaLISOGSR | LILX AOLEGAZ2Y A 2F aAyOf dzaaArgdSySaa
2. LRSYiATe 1Se& O0SKIOGA2NEELEFYR AYRAOIG2NAB 2F daAyOf
3. Identify strategies to more effectively implement findings and to measuaeess

C. Report

1. Prepare a report documenting the methods used by the group, the findings on the above
NBaSINOKZ yR fAa0Ay3 NBO2YYSYRIFIGA2Yya 2y gl &a
across the campus, providing training and support for staffelopment and evaluation related
to this competency. Recommendation should include priority ranking, time and resource
commitment, and a means for egping assessment and improvement.

2. Share the report with the sponsors and other interested partiesdziRA y 3 | RYA Y A &G NI G A
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

Supporting and Advancing Inclusiveness and Multiculturalism,

Firojee! TiHlE: 2008 Leadership Development Program

Brief Project

A | 26 aK2dzZ R GKS O2NB 02YLISGSyde 2F aAyof
Description:

Russ Acker, Yeri Caeséaoech, Brian Cravanas, Elena Wen Jiang, Susie Jordan, Rebg

Prepared BY: | \jiller, Greg Ryan, Tom Schnetlage

Date: 8 July 2008 Version:

B. Project Objective:

Explain the specific objectives of the project.

Chancellor Birgeneau has launched-#Byear campusvide nitiative for progress on diversity, equity, and

inclusion. Among the many facets of this broad initiative, a Leadership Development Program (LDP) projec

has taken on the task of determining how the campus should define, evaluate, and suppofttestormance

management core competency of inclusiveneés.the campus rolls out its new performance management

process for staff, and begins to evaluate individual performance on inclusiveness, there will certainly be nu

issues surrounding these of that competency.

The LDP project team will support this initiative by conducting research and providing recommendations in

following areas:

e . @& RSTAYAY3I aAyOftdzai@dSySaaze (GKS GSIY gAff sKSt

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

e By identifying and recomending specific training and development opportunities related to inclusivenes
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 theestiffmance managemen

process, the campus may realize the following benefits:

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

o A clearly definednclusiveness competency incorporated in staff performance evaluations will allow the
campus to gather information that can help direct resouragtention/feedbacktoward improving
inclusiveness within the organization.

e As the campus climate shifts towha stronger focus on inclusiveness, the university will take an importa
aiUSL) G266 NR 0SO02YAYy3 Iy aSYLX 288N 2F Ot hiDBake 1
the best use of its diverse talent to sustain its excellence as the prgmbdic 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.

Advancing Inclusiveness and Multiculturalism at UC Berkeley




Appendix B: Project Charte

Access to pertinent informa&in ¢ The team will have timely access to data, reports, and other materials direg
related to the content of project.

Access to sponsorsThe team will have timely access to sponsors for cliegland review of key points
throughout the project. Sid R Director of Staff Diversity Initiatives, is our primary contact among our spon
Sponsor agreemerg The stated goals and objectives of our multiple sponsors are compatible and our spon
are in agreement as to the deliverables noted in sectiaf 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 bothBétkeley and elsewhere in the U.S.), interviews, and analy

of published and unpublished research, this project will:

e hTFSNIRSTFAYAGAZ2Y A 2F aAyOf (ad @b siréeg@nd astapdiforaredl K
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 bdbeséor
ratings; and recommend actions for incorporatifgese behaviors/indicators in the performance
management process and evaluating the results.

¢ Identify training and development activities and resources that would foster and develop the competen
inclusiveness; determine potential costs; and recommeciibas for implementing trainingnd other
actionsand evaluating the results.

List any requirements that are specifically excluded from the scope.

This project will not:
o Directly consider inclusiveness in the context of faculty or students

E. Project Mlestones
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 cadiction 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 Nov. 20

recommendations

F. Roles ad Responsibilities

Describe the roles and responsibilities of project team members followed by the names and contact information
for those filling the rolesThe table below gives some generic descriptions. Modify, overwrite, and add to these
examples ¢ 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 an
L Iy T &aSOdz2NBE NBaz2dzNDOSa T2 N K $jectivesRkeed Gbiiedist abraajoif pkoedy|
activities; make decisions on escalated issues; assist in the resolution of roadblocks; and provide feedbag
project report.

Name Email
Gibor Basri, Vice ChancellpEquity and Inclusion vcei@berkeley.ediehalimah@berkeley.edu
(Project Sponsor) villys@berkeley.edu
Nathan Brostrom, Vice Chancellokdministration
(Project Sponsor)
Brigitte Lossing, Associate Director, Recreational
Sports (Functional Sponsor)
Jeannine Raymond, Assistant Vice Chancellor, Hu
Resources (Functional Sponsor)
Sidalia Reel, Director of Staff Diversity Initiatives
(Functional Sponsor)

vcadmin@berkeley.edugardner@berkeley.edu

blossing@berkeley.edu

jraymond@berkeley.edu

sreel@berkeley.edu

Team Member:Works toward the deliverables of the project. Responsibilities include: serve as team leadg
facilitator on a rotating basis; understand the work to be completed; completeares, data gathering, analysi
and documentation as outlined in the project plan; inform the project manager of issues, scope changes,
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 CaesaKaptoech July 21- August 3 ycaesark@berkeley.edu

Brian Cravanas September 15 September 28 and | brianc6@berkeley.edu
Novemter 10- November 20

Elena Wen Jiang September t September 14 and wjiang@berkeley.edu
October 13- October 26

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

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

Greg Ryan August 4 August 17 and gryan@ubhs.berkeley.edu
October 27- November 9

Tom Schnetlage August 18 August 31 and csm@csm.berkeley.edu
September 29 October 12

Process ConsultantAssists the project team with processlated issues. Responsibilities include: observe eq
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 DirectorAssists the project team with sponsor and project related iss&esponsibilities include:
monitoring LDP tea® progress; facilitating project scope changes.

Name Email
Inette Dishler idishler@berkeley.edu
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G. Project Risks

Identify the highlevel 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 wilagree on a focused project scope definition. The te,
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, af
responsililities of the project.

The team will meet with sponsors and create a project charter tc
RSTAYS it G(4KSasS StSySyidaa Ay
sign off on the charter.

Data collection may be limited in breadth

The team will collect data fra 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 completig
of the project.

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

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

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

The sponsors may not accept or
implement project recommendations.

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

H. Success Measurements

Identify metric and target you are trying to achéeas a result of this project.

This project will be considered a success if the findings and recommendations of the LDP panjeptdvide
actionable steps that help to support leadership development and a more robust staff, within the context o
inclusiveness. These steps should also help enhance both the Administration vision of multiculturalism an
campus diversityequity, andnclusionefforts, within our work place, operations, culture, and environment.

Success measurements include:

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

e Develop relevant, practical behavioral examples to map inclusivenesshdeaat of the five performance

ratings.

e Recommend relevant best practices for advancing inclusiveness and provide comprehensive analysis
supporting the list of recommendations

Provide specific short and long term recommendations of practical tools to help managers and staff di
evaluate and support the core congiency of inclusiveness.
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l. Signatures
The signatures of the people below document approval of thm& Project Charter. The project manager is
empowered by this charter to proceed with the project as outlined in the charter.

FunctionalProject Sponsors:

Name Signature Date

Brigitte Lossing,
Associate Director, Recreational Sports

Jeannine Rayond,
Assistant Vice Chancellor, Human Resou

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 stdfére are slightly diffieent 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 anguoing process. Annually each manager or superv
providSa | adzyYIFNE 2F LINPINBaa (26FNR YSSGAy3
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 bR¢ngonnel Policies for Staff Membe
(PPSM) for the 2008 cycl&or represented employees, departments will want to use forms that
have been approved by the respective bargaining units.

Part I¢ Job Success Factors

These include knowledge, skills and basimpetencies. Rate each factor based on performance
during the period identified above. The factors include knowledge and skills specific to this pog
(Part XA), and competencies common to the campus professional job standards (Bart 1

Part li¢ 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 il
any new goals established during the evaluation period and note any modifications to the origin
goals.

Pat Ill ¢ Goals for this coming year or evaluation period

Enter the performance goals for the next period to be evaluated. Individual goals and objective
should align with those of the department and the campus.

Part IV¢ Professional Development Plan

Ente any actions that will be taken by the employee or manager to support the goals indicated
Part Il above, or specific job success factors in Part I. The plan may include career growth, jol
mastery, or actions to correct performance.
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Rating Scale*:
Level 5F) Exceptional

Performance far exceeded expectat®due to exceptionally high quality of wol
performed in allessentialareas of responsibility, resulting in an overall quality
work that was superior; and either 1) included the completion of a major goa
project, or 2) made an exceptional or uniquentribution in support of unit,
department, or University objectives. This rating is achievable by any empl
though given infrequently.

Level 4EB Exceeds expectations

Performance consistently exceeded expectations in edlsential areas of
responshbility, and the quality of work overall was excelledtnnual goals were met

Level 3IME)  Meets expectations

Performance consistently met expectations inessentialareas of responsibility, a
times possibly exceeding expectations, and the qualityvofk overall was very
good. The most critical annual goals were met.

Level 21) Improvement needed

Performance did notonsistentlymeet expectations; performance failed to meet
expectations in one or moressentialareas of responsibility, and/or orer more of
the most critical goals were not met. A professional development plan to imp
performance must be outlined in Section 4, including timelines, and monitore
measure progress.

Level 110) Unsatisfactory

Performance was consistently below pextations in mostessential areas of
responsibility, and/or reasonable progress toward critical goals was not m
Significant improvement is needed in one or more important areas. In Sectior
plan to correct performance, including timelines, mi& outlined and monitored
to measure progress.

*The inclusion of goals is typically a consideration in assessing the overall ratin
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Partl. Job Success Factors
Factors Rating Comments

A. KNOWLEDGE and SKILLS SPECIFIC TO THIS JOB
Demonstrates the essential functions, knowledge and skills articulated in the jo|
description
(may give a global rating OR insert here essential functions as listed inthe job | U | | ME | EE | E
description, inelde them by reference in an attached copy of the job description
paraphrase from the job description)
B. PROFESSIONAL COMPETENCIES
1. Inclusiveness
Promotes cooperation, fairness and equity; shows respect for penpdeheir
differences; works to understand perspectives of others; demonstrates empath u il ME | EE | E
brings out the best in others
2. Stewardship
Demonstrates accountability and sound judgment in using university resources|
open and effetive manner, appropriate understanding of confidentiality, univers| Uil ME | EE | E
values; adheres to policies, procedures, and safety guideline
3. Problem solving
Identifies problems, involves others in seeking solutions, conducts apptepri Ul ME | EE | E
analyses, searches for best solutions; responds quickly to new challenges
4. Decision making
Makes clear, consistent, transparent decisions; acts with integrity in all decisio
making; distinguishes relevant from irrelevant infation and makes timely u il ME [EE[E
decisions
5. Strategic planning and organizing
Understands big picture and aligns priorities with broader goals, measures
outcomes, uses feedback to change as needed, evaluates alternatives, solutiol
oriented, seeks alternatives and broad input; can see connections within comp| Uil ME | EE | E
issues
6. Communication
Connects with peers, subordinates and customers, actively listens, clearly and
effectively shares information, demonstes effective oral and written Uil ME | EE | E
communication skills
7. Quality improvement
Strives for efficient, effective, high quality performance in self and the unit; deli
timely and accurate results; resilient when responding to situnes that are not Uil ME | EE | E
going well; takes initiative to make improvements
8. Leadership
Accepts responsibility for own work; develops trust and credibility; demonstrate
honest and ethical behavior Uil ME | EE | E
9. Teanwork
Cooperates and collaborates with colleagues as appropriate; works in partners Uil ME | EE | E
with others
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10. Service focus
Values the importance of delivering high quality service to internal and externa
clients; understands the needs ofeltlient; customer service focushares
accountability for results provided

11. Unit or department specific competency (optional)

Partll. LastPeriodda D21 f a

Rate the progress made on each of the goatatdished at the beginning of the peri@hd any new goals. Note any
modifications to the original goals.

Goal Rating Comments
1 Ull | ME |EE|E
5 Ull | ME |EE|E
3 Ull | ME |EE|E
4 Ull | ME |EE|E
5 Ull | ME |EE|E
OVERALL RATING (based on Parts | and II) ull | velee |e
Relative weights of job success factors and performance ¢
are determined by the manager or supervisor. Higher prig
items may be highlighted.

Partlll. Nextt S NAGO&N &

Enterthe performance goals for the next period to be evaluatedlividual 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.

PartlV. ProfessionaDevelopment Plan

Signatures:
Employee Date:

My signature idicates that | 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 evaluaticanfbone copytsll
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 dissassk

summarizes both peereviewed literature and expert opinions on the geaktopic 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
LIN2 OS&aay Gt NP feithassSaad equity2 shadvdldesppektFoy geople and their differences;
works to understand perspectives of others; demonsfrat SYLJ G K@ T oNAy3Ia 2dzi GKS

We found only two othepublishedon-campus definitios of inclusiveness. The first wasrief,

extemporaneous one given by Chancellor Birgeneau during a September 2007 interview, where he said,
GLYOf dzta2KY8IF SOSNEO2Re 6K2Qa | YSYOSNI 2F 2dz2NJ O2Y
person, again independent of what their background is, their ethnicity, their sexual orientation, should

FSSt y20G 2yfeée (KFIG GKS@ QNBY &GOt @R SRK $Yzil & Kik 3 L. WBa] ;
(Mogulof & Birgeneau, 2007). The second appeared in a statement regarding California ballot initiative
Proposition 8, wheréhe Chancellog N2 {nSl3siordprovides the rich diversity of intellectual life and
creativelearning that are at the heart of this great universitypclusiveness is a specific strategic

advantage that allows us to attract and retain talented people who could easily choose to move to other
partsofthecountry o0 . ANBSY Sl dzZ HAanyoO®

For the mospart, the peefreviewed literature does not focus on the definition of inclusiveness.

Among norpeerreviewed sources, however, we found numerous definitions. In total, we found over a

dozen different definitions of inclusiveness, with some sources girmyimultiple definitionsRoberson,

HnnnT LyadAaddziS F2NI LyOtdzaA2y S wnny Giowa$h®Sazr wnnpT
2004). An additional source noted that diversitgmpetent higher education institutions should

GSYONI OSenSiPSY LBNNSAKS NA A 18 RSTRYAGA2Yyadé 6aAOKI St wnnt

As a preliminary stepye identiied a few common themes among tke definitions For example, about
75% of the definitions emphasized recognizing, understanding, and/or respecting differences.
Approximately ahird 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 netrivial word used in all the definitonswasRA T F SNBy O0Sazé¢ F2ft26S|
GLIS2LI $S3¢ GINRAZLIEE GAYRAGARIZ fa3é G2NBFYATFGA2YSE
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In general, the definitions strongly differentiated inclusiveness from diversity. Definitions typically

referred to diversityas an attribute, dimension, or characteristic, reflecting demographic data

(Roberson, 2004Giovanninj 2004) @ CKA& (GASa Ay Ofz2asSte sAGK {AR
GoK2¢ YR GKS aGoKI (o Ly Of dzia A @& \erBphasizelbéndiviong and A 2 v &
FOGAz2ya olada {AR a4lFlARZ (KS aGK2gé0®d

w
3

Performance Management/ Best Practices

We found very little peereviewed literature specific to inclusiveness and the performance

management process. There were no articles in the peeewed 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 grups 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 resear&alev, Dobbing Kelly, 2006Curtis& 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 measuringdol that is consistent and objectiv€(rtis& 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 examihe efficacy of various diversity management programs, such as

training, mentoring, and performance evaluation on performari€al¢v, Dobbin, & Kelly, 2006; Dobbin,

Kalev, & Kelly, 2007; Dobbin & Kalev, 200&nother paper detailed a survey that deffthe a Y I y I 3 A y 3
RAGSNBRAGEE | YR dzy O2 @S Ndnpetedt mahSgerk, landldith bilagidgis 2 T RA O S N.
demonstrating eachAjiello & Iwata, 200¢ Finally, a metanalysis paper looking at performance

management in general noted that frantd-referencetraining helps raters identify and classify

performance London, Mone, & Scott, 2004

Non-peerreviewed sources provided considerably more information regarding inclusion as a
performance competency. In this section, we did identify three universitippeance evaluation

forms that seemed especially interesting; we will discuss these, plus numerous others, more fully in our
GLYOf dzaA oSy S&aa t NI Od A OS8adinelParfor9dnde Makigerhenttinidivgd ¢ R 2 Odzy
2008; Penn State University, Z80Jniversity of Nebraskidearney, 2006 Somewhat along the same

lines, we also found a Conference Board repbathri, 2008 that discussed a competency model for

D&l practitioners, listing numerous behaviors under several categories of inclusiomittatapply 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 Divéré b S (i g Bddatrs& Wodds, G99Df

attributes of inclusive organizations includes: demonstrated commitment, holistic viewpoint, access,
accommodation, equitable rewards, shared accountability, 360 communication and info sharing,
continuous learing, 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 onearagnd that
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competency guidelines and employee understanding of performance standards both contributed greatly
to the effectiveness of Performance Management (PM) proce@emithal, Rogers, & Smith, 2003;
Corporate Executive Boaf@orporate Leadershigouncil, 200R

The Kalev article2006; 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)lbwed by diversity taskforces/managers, then training,

GKSY ySig2N]lAy3a LINBINIYaod ¢CKS fSIFHad STFSOGADBS Ay
suspect that the potential of diversity performance evaluations is undermined by the compéxity

NI GAy3d aeadasSvyaosé wSAFNRAY3I GNFAYAYIS a2LWGA2Y LT 0O
2y Odzf GdzNIF f 6 NBySaa oy20 GKS GKNBIFG 2F GKS flF g0
studies have found that skiltzased trainings more effective than awareness training.

The metaanalysis papeiLondon, Mone, & Scott, 2004liscusses the advantages of frafereference

OChwo GNIYAYAY3I F2N LISNF2NXYIFYyOS Yryl3aSySyido 4 CA N&
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
ARSY(GATFe FyR OflaarfTe 20aSNBSR LISNF2NXYIFyOS O2NNBO

Although we disuss specific performance management competencies much more flllypendix G;
UC andExternal Peenstitution Best Practices Summawye did include information from three
particularly interesting university performance evaluation proces€esr{ellPerformance Management
Initiatives 2008; Penn State University, 2003; University of Nebrgaaney, 2006 The University of
NebraskaYy S I NJ/ S & UndersiybNébrask&earney, 2006is one of very few that we found that

includes both a competeny G Ay Of dzaA @Sy Saaé¢ FyR | aSit 2F o0SKI @)
RATFSNBYGAIFIGS GK23&S 0 S KCodalhgersity, 2008 Intérasying beta8sB St 0 @
Al RA&aOdzaasSa | aSa 2F a{ (! TFsiHyafdinsldsibnd The @obliméntizOOS & a = ¢

notes that tre university integratethe same set of skills into training, hiring, performance management

and evaluations, and compensation/reward systems. The Penn State docuPeemt State University,

2003 provides§f SEOStf Syid SEIFYLI S 2F 4GRSAONALIIADBS yI NNIF 7
each of four rating levels. The behaviors include things like participation, language, awareness, and

respect.

Finally, among the very little consulting firm outpghat 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 CB¥r(thal, Rogers, & Smith, 20Q%ted that many

companies now ealuate 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 iscoogpliance in usage. A
presentation from the Corporate Executive Boatporate Executive Boafdorporate Leadership

Council, 200 notes that PM achieves the biggest impact on employee performance when employees
understand the performance standards wichthey arebeing rated.

¢tKS S5AGSNAEAGERLY O a¢ 2Ll 009 wilkphohdblybe &f fttle tise Nfaklihgd S NE A G & ¢
performance management, since none of these compamakesmuch information about their
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