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Introduction
The strategic implementation for Diversity and Inclusion will give us a consistent approach for moving forward and help to position the Diversity Council and the diversity and inclusion initiatives for continued success in the future.  
Value Proposition/Business Case for Diversity
Our business case for diversity and inclusion is straightforward and is fully aligned with Goddard’s core organizational values.  The business case for diversity is a key strategic element for meeting our business imperatives and is central to overall mission accomplishment and success.  The strategic priorities for the Center are:
· Diversity Leadership  - to ensure that senior leaders are consistently visible and vocal in communicating their commitment to diversity as a performance standard and a business priority
· Recruitment and Retention – to recruit the best and most diverse talent available and to develop and retain that talent at all levels at Goddard
· Education – to identify the competencies that facilitate inclusion and provide venues for employees to develop and practice those competencies in the workplace
· Communication – to ensure that diversity is consistently, clearly and effectively communicated to internal and external audiences
· Performance Management – to develop and deploy a fair and equitable performance management system 
· Measurement and Accountability – To develop specific, measurable, realistic and timely organizational objectives for diversity and include in Center performance standards
These strategic priorities are the key drivers for change at the individual, interpersonal, group and organizational levels at the Center.  We believe that by focusing our attention on these specific strategic priorities we will achieve the following outcomes:
· Build and sustain an inclusive and equitable work environment where every employee develops and contributes to the maximum extent possible
· Be an Employer of Choice
· Attract, retain, motivate, develop and reward the best and most diverse talent thus creating  a competitive advantage
· Leverage the diversity inherent in our workforce to maximize and foster creativity, innovation and inclusion
· Accomplish the Center’s mission using the strengths of our workforce through the diversity of ideas, knowledge, thought, experiences, creative solutions and collaboration
Vision Statement
· Enabling inclusion, innovation and creativity by leveraging the diversity of thought, perspectives, backgrounds and talents inherent in our workforce to ensure mission success.
Diversity and Inclusion Philosophy
· Valuing the whole of the individual.  We respect and value not only our physical/visible differences and similarities but also the invisible, such as viewpoint, experience, talents and ideas
· Being inclusive in the workplace, not exclusive
· Encouraging a diverse, inclusive workplace gives us a competitive advantage in the marketplace
· Makes us a better agency, a better partner in the communities we serve and a better work environment.
Diversity Definition
· Diversity means the unique characteristics, perspectives and life experiences that define us as individuals
Inclusion Definition
· Inclusion means fostering an environment where all individuals can contribute fully and are valued, engaged and supported to reach their  full potential

This strategic implementation for Diversity outlines our strategic priorities for the next 3-5 years, and provides specific objectives, timeframes, metrics and expected outcomes.  This plan is intended to serve as a living document that will evolve to reflect changing circumstances and keep the Center on track towards achieving a fully inclusive, respectful and innovative workplace.  

Roles and Responsibilities for D&I Strategic Implementation Plan

Diversity Council Members
· Advisory body to the GSFC Directorate Leadership and Center Management Council.
· Foster a culture of respect, equity and inclusion
· Integrate principles of D&I in all organizations and processes at the Center
· Develop/instill effective diversity and inclusion management competencies
· Develop and communicate the business case for diversity and inclusion 
· Establish the strategic direction, development, implementation and management of organization-wide diversity initiatives
· Support/sponsor diversity and inclusion initiatives
· Serve as a forum to discuss diversity and inclusion issues, share best practices, make decisions on direction of D&I programs and initiatives and leverage resources.
· Advocates for resources to implement D&I initiatives.

Diversity Champion – GSFC Deputy Director
· Serves as the Chair of the Diversity Council and presides over the Diversity Council meetings
· Supports the initiatives/effort for diversity and inclusion
· Regularly communicate the benefits of diversity at meetings, town halls and other forums  
· Approves strategic diversity plan at executive level with accountability assigned to each organizational element with reporting requirements 
· Ensures accountability for accomplishing actions and achieving goals
· Advocates for resources to support the Diversity Council in implementing D&I initiatives




Special Assistant for Diversity
· Directs the activities of the Council to plan, prepare and disseminate a meeting agenda and expected outcomes. 
· Leads and managesthe Center’s initiatives/effort for diversity and inclusion
· Ensures diversity and inclusion are integrated in strategic initiatives at the Center and that D&I goals are aligned with Center future planning initiatives and decision making processes.   
· Appoints sub-committees/groups to study, research, or report on issues related to the overall responsibilities of the Council and to implement activities/projects.
· Maintains minutes from the Council meetings and tracks actions that come out of the meetings
· Prepares and submits an annual report of the Council’s activities and accomplishments and plans for the upcoming year
· Plans and executes the Council’s annual retreat
Directorate and Advisory Committee Representative Responsibilities
· Develop and support initiatives that foster diversity, equity and inclusion at GSFC
· Share Best Practices
· Regularly attend and participate in monthly Council meetings and other special meetings as required
· Be an advocate for the Council’s vision and goals
· Model behavior that is inclusive and respectful
· Assist in developing and implementing plans that foster diversity, equity and inclusion at the Center
· Serve as a liaison between the organization or their constituent group and the Diversity Council ensuring open communications




Priority #1 – Diversity and Inclusion Leadership and Commitment
Outcomes
· Identify ways organizational culture may be inconsistent with needs of a diverse workforce and make modifications 
· D&I is fully integrated and linked to the Center business practices (i.e., future planning activities, budget process and mission success).
· Senior leadership demonstrates buy-in by modeling behavior that values inclusion, equity and respect
· Senior management communicates that D&I is a priority 
· Open communication is modeled and supported at the Center
Metrics: 
· Review, update, and release of the 2010 Diversity & Inclusion Strategic Plan by July 2010. Broadly communicate the release and make available to employees
· Kick off and participate in Power and Privilege, Diversity Dialogue Project, and other diversity & inclusion efforts
· Participate in the monthly events that are hosted by the Advisory Councils and other communities on Center
· Directorates and Advisory Committees report annually to Diversity Council on their initiatives and impact within their organization


	
	Ongoing
	2010-2011
	2011-2012
	2012-2013

	Actions
	Senior leaders personally champion and participate in the Center’s Diversity & Inclusion programs
	Senior management communicates the D&I vision, goals, expectations and direction for the next 3-5 years

	Take key learnings from P&P to assess and address inequities  using a P&P lens (i.e., power imbalances) 
	

	Lead
	All senior leaders
	Executive Council
Diversity Council
	Diversity Council
Directorates
 Advisory Committees
	

	Actions
	Provide venue for employees to have access to Senior Leadership on D&I issues.  
	Establish Diversity Council subcommittees to lead work activities 
	
	

	Lead
	All Senior Leaders
	Diversity Council Chair
Special Assistant for Diversity
	
	

	Actions
	Define requirements for D&I relative to FTE and budget
	Create D&I champions at multiple levels at the Center 
	
	

	Lead
	Special Assistant for Diversity
	Diversity Council
Directorates
Advisory Committees
	
	

	Actions
	Directorates use D&I plan to implement 1-2 initiatives within their organization which is in alignment with the D&I strategy or to address internal D&I issues
	Participate in 1-2 D&I educational events
	
	

	Lead
	Directorates
	All Senior Leaders
	
	

	Actions
	Senior Leadership continues the 4th Monday dialogues for continuous learning Ongoing
	
	
	

	Lead
	Executive Council
Special Assistant for Diversity
	
	
	






Strategic Priority #2 – Recruitment and Retention
Outcomes
· Improve Return on Investment of new recruits and improve ability to retain top talent
· Enhance Goddard’s competitive advantage for talent
· Increase diversity of employees in terms of cultural backgrounds, skills, etc.
· Expand Talent pool to reach diverse candidates
Metrics: 
· Diversity in people applying for opportunities increases
· Diversity in people selected for opportunities increases  
· Increase in the retention of a diverse workforce at all levels
· Diversity in talent pool of qualified candidates


	
	Ongoing
	2010-2011
	2011-2012
	2012-2013

	Actions
	Strengthens strategic partnerships and collaborations with OHCM and EOPO, advisory committees, directorates to promote inclusive outreach efforts in the Center’s recruitment program
	
	Analyze the current sourcing process to determine if it is sufficient to yield a diverse applicant pool
	Develop and educate leaders on D&I strategies for responding to retention issues 

	Lead
	D&I Office
	
	D&I Office
	D&I Office
OHCM

	Actions
	Actively engage the AC’s to assist with the retention of a diverse workforce
	
	Identify and address obstacles for selection processes center wide that impact diversity and inclusion
	

	Lead
	D&I Office
EOPO
OHCM
	
	D&I Office
EOPO
OHCM
	

	Actions
	
	
	Identify and address obstacles that impact diversity in the automated hiring process (NASA STARS)
	

	Lead
	
	
	OHCM
	

	Actions
	
	
	Define how our current retention efforts (tools, strategies, processes) impact diversity & inclusion
	

	Lead
	
	
	D&I Office
EOPO
OHCM
	

	Action
	
	
	Create and implement a framework for analyzing and responding to system retention issues and its impact on diversity
	

	Lead
	
	
	D&I Office
OHCM
	






Strategic Priority - #3 – Education
Outcomes
· Sustained D&I learning  opportunities for all levels at the Center in order to create a continuous learning environment
· Behavioral change at the Center is driven by D&I learning and development activities that promote respect, equity and inclusion 
· The workforce understands D&I  
· D&I programs cultivate organizational change and openness
Metrics: 
· D&I Competencies defined and published to GSFC workforce by Jan 2011
· Develop D&I Component to supervisory training. Develop stand alone inclusion training module by 2012.
· 1-2 P&P Follow-on Activities implemented by the end of CY 2010. 1-2 activities offered every year



	
	Ongoing
	2010-2011
	2011-2012
	2012-2013

	Actions
	Identify, develop and/or provide D&I forums, workshops, seminars to increase cultural awareness of Center employees and to drive behavior change centerwide
	Establish target percentage for employee participation I D&I learning programs
	Define and publish diversity and inclusion competencies for employees at the Center (i.e. LDEM, Diversity Council Primer
	Continue P&P workshop series to change organizational culture and move from awareness to action to impact

	Lead
	D&I Office
Diversity Council
Advisory Committees
	D&I Office
	D&I Office
Diversity Council
Advisory Committees
	D&I Office
P&P Implementation Team

	Actions
	Provide training to managers and supervisors for continued diversity awareness and techniques for achieving and maintaining a diverse workforce
	Implement and sustain P&P follow-on activities
	Assess impact of currently offered D&I programs (e.g., P&P, DDP)
	Examine all diversity/inclusion offerings to ensure content has a behavioral based design that includes diversity and inclusion

	Lead
	Diversity Council
OHCM
P&P Implementation Team
	D&I Office
P&P Implementation Team
	D&I Office
	D&I Office


	Actions
	Attend conferences, workshops, etc. for continuous learning 
	Investigate viability of online D&I training
	Create confidential structure for supervisors/continuous learning environment (reinstate DDP for supervisors)
	Evaluate D&I education strategies and offerings to determine ROI

	Lead
	Diversity Council
D&I Office
	D&I Office
	DDP Program Manager
	D&I Office


	Actions
	Provide diverse subject matter topics/ideas to Directorates to start diversity discussions
	Develop D&I training module that can be included in supervisory training
	Review current supervisory offerings to ensure that D&I concepts are integrated into modules
	

	Lead
	D&I Office
Advisory Committees
	D&I Office
OHCM
	D&I Office 
OHCM
	

	Action
	Develop robust metrics to measure outcomes of all diversity/inclusion learning opportunities
	
	
	

	Lead
	Diversity Council
D&I Office
	
	
	


Strategic Priority #4 - Communication – Communicate and engage our diverse workforce, partners and communities to ensure a common understanding of the value of diversity and each employees responsibility to create and sustain an inclusive, respectful and equitable work environment.  
Outcomes
· Ensure that diversity and inclusion message is authentic, clear and consistent
· Communications reflect Goddard’s cultural and work related diversity both internally and externally
· Employees are aware of the value of D&I at the Center and their responsibility to help create an inclusive work environment
· Communications demonstrate Goddard’s commitment to creating and sustaining an inclusive, respectful and equitable work environment  
Metric
· Diversity and Inclusion Survey reflects positive trend in employee awareness of D&I initiatives


	
	Ongoing
	2010-2011
	2011-2012
	2012-2013

	Actions
	Continue to enhance the Diversity Council web site to provide information to both internal and external audiences
	Assess existing communication mechanisms to ensure the existence of robust diversity/inclusion components and report to Diversity Council the results of the assessment and strategic direction as a result of the assessment

	Include a diversity related article in regularly published documents as appropriate (i.e., Tech Trends, Directorate Newsletters, etc.)
	Evaluate D&I communication plan results and update as necessary 

	Lead
	D&I Office
	D&I Office
	D&I Office
	Diversity Council

	Actions
	Continue to publish calendar of diversity events aimed at raising awareness and promoting participation
	Publish Diversity and Inclusion plan on web site 
	Develop and present presentations and other marketing materials (brochures, fact sheets, videos) on D&I initiatives at GSFC
	

	Lead
	D&I Office 
PAO
	D&I Office
P&P Implementation Team
	D&I Office
	

	Actions
	Publish Diversity and Inclusion policy statement annually
	Implement on-line discussion tool for P&P to continue building community and skills implement on-line discussion tool for P&P to continue building community and skills 
	Seek, identify and publish activities that highlight diversity best practices. 

	

	Lead
	Diversity Council
	D&I Office
PAO
	D&I Office
	

	Action
	Integrate diversity and inclusion message in all internal and external communications as appropriate to demonstrate Goddard’s value around and commitment to diversity and inclusion.  
	Develop diversity brand and use on all marketing and presentation materials
	Prepare and submit documentation for Diversity Council Award
	

	Lead
	D&I Office
PAO
	PAO
Communications Sub-committee 
	Diversity Council members
	

	Action
	

	Assess existing communication mechanisms for educating Goddard community
	
	

	Lead
	
	D&I Office 
PAO
	
	


Strategic Priority #5 – Performance Management – To ensure equity in the Performance Management System at Goddard and to ensure organizational effectiveness.
Objectives
· Employees are aware of and model behaviors that foster an inclusive and respectful workplace
· Employees have the competencies to work in or manage a diverse workplace
· Employees are held accountable for their actions in the workplace
· Baseline established to assess organizational effectiveness
Metrics
· Baseline for identifying organizational barriers established by end of 2011
· Develop and identify an instrument to measure ROI on diversity and inclusion initiatives and programs
	
	Ongoing
	2010-2011
	2011-2012
	2012-2013

	Actions
	Continue to review and analyze SAC nominations and award recipients from an inclusion perspective
	Initiate dialogue on feasibility of Including a diversity and inclusion performance element in all employee performance plans


	Develop methods to obtain and identify barriers to organizational effectiveness with respect to D&I
	Assess Performance Management programs for effectiveness in demonstrating inclusion and accountability

	Lead
	Special Assistant for Diversity
Chief, EOPO
	OHCM
Special Assistant for Diversity 
	Diversity Council
	D&I Office
OHCM

	Actions
	Continue to review EEO/Diversity performance element for supervisors to determine if “distinguished” level is met
	Revisit standard for diversity in performance plans to make sure that the standards are SMART (Specific, measurable, achievable, realistic and timely
	Develop or identify an instrument that can measure impact of diversity and inclusion initiatives on workforce and organizational effectiveness
	

	Lead
	Special Assistant for Diversity
Chief, EOPO
	Diversity Council 
	Diversity Council
	





Priority 6 – Measurement and Accountability
Outcomes
· Center has both qualitative and quantitative data to demonstrate effectiveness and value of D&I programs
· Center will have concrete data on which to base decisions on future direction of D&I programs
· Center will have data that validates effectiveness of D&I programs
· Center management will be held accountable for the diversity and inclusion at the Center
Metrics
· Effectiveness of D&I programs can be measured in both quantitative and qualitative terms
· Impact of the D&I programs and initiatives will be assessed.
· Agency Diversity survey data used as a tool to assess Goddard’s culture with respect to Diversity and Inclusion
	
	Ongoing
	2010-2011
	2011-2012
	2012-2013

	Actions
	Evaluate progress against the D&I strategic implementation plan
	Develop D&I scorecard to measure effectiveness of programs
	Analyze Agency Diversity survey for insights into Goddard culture and report findings to Senior Leadership
	Assess investment vs. impact and provide findings and recommendations to Senior Leadership

	Lead
	Diversity Council
	Diversity Council
	Diversity Council
	Diversity Council



