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MESSAGE FROM THE DIRECTOR









December 2001



Employees of the Office of Human Resources,
What follows is our Office of Human Resources Diversity Management Plan.  The key word in the preceding sentence is “our.”  The essence of diversity is inclusion and we all must be able to see ourselves in this plan and fully buy into its aims and expectations if it is to fulfill its purpose.

Diversity management should be evident both in how we relate to each other within our organization and in the services we deliver to the Center.  Because of what we do, we have the highest responsibility to lead by example and set the standard for the Center in embracing diversity.

Goals in this plan should inspire us to further embrace and exemplify diversity in our everyday performance and attitudes.  As we strive to strengthen diversity at the Center by demonstrating our own understanding and leadership, “these goals” challenge us to move out of our comfort zone and rise to new levels.  Please join the diversity management committee members and me in taking diversity to the next level in OHR!

Jerry W. Simpson

Director of Human Resources

DEFINITION
Diversity…recognizing, accepting, and appreciating the unique differences among individuals so that productivity in the work place is maximized through teamwork and innovation.

In order to achieve this in the Office of Human Resources, we will strive to achieve the following:

1. remove any barriers that prohibit the inclusion of all employees from participating in our organization or keep them from reaching their full potential; and 

2. create a work environment where all employees can become full members of the team, who are valued for their unique abilities and contributions.

INTRODUCTION




“It is the policy of NASA’s Goddard Space Flight Center (GSFC) to develop and maintain a vital and effective workforce by involving employees in the creation of a work environment conducive to their best performance according to the Center’s values and goals.  Our objective is to foster an organizational climate where employee diversity and mutual respect are catalyst for creativity and team effectiveness.”
A fundamental element in achieving this organizational climate is commitment to the Center’s core values: Agility, Balance, Creativity, Dedication, Integrity, Respect and Teamwork.

Through the use of leading edge concepts in the human resources field, the Office of Human Resources (OHR) provides customer-focused services and innovative solutions that position the GSFC to optimize its most valuable resource--its employees.  We strive to create and maintain a supportive work environment for all people to achieve success in the Center's mission.  Effective diversity management is essential to the successful accomplishment of this mission.

In her book, Implementing Diversity, Marilyn Loden describes “Diversity” as a number of important human characteristics that affect an individual’s values and opportunities and perceptions of self and others at work.  These primary characteristics include, but are not limited to age, ethnicity, gender, ability, race, and sexual orientation.  They also include secondary characteristics such as: geographic location, military experience, work experience, income, religion, first language, organizational role and level, communication style, family status, work style, and education.
Diversity management should be evident both in how we relate to each other within our organization and in the services we deliver to the Center.  As such, the OHR has a dual role with diversity management to:

· Strengthen and implement diversity friendly practices and policies into the OHR organization to benefit OHR employees and enhance the productivity of the OHR.

· Assist the Center’s Diversity Council, and at times lead specific efforts, with respect to HR systems and processes to strengthen diversity and to implement diversity friendly practices and systems across the Center.
This plan provides a framework for OHR employees to meet these responsibilities.

BACKGROUND

In 1994 the Office of Human Resources (OHR) developed the “Cultural Diversity Plan,” as a strategy to achieve cultural diversity in the organization.  A video entitled “Diversity in the Workplace” that presented barriers to diversity, steps to develop a diversity plan, and the concept for a model of change was provided to facilitate educational awareness.  Multi-Cultural information/experiences were shared, and a cultural assessment survey was utilized.  With these actions the definition of “recognizing, accepting, and appreciating the unique differences among individuals” began to be known as diversity.  An FY2002 review of the plan reveals the remarkable foresight of the organization at that time.

Since the inception of the OHR Cultural Diversity Plan, the GSFC and OHR have made significant strides in the area of strategic planning.  At the Center level, a Strategic Implementation Plan, complete with new statements for our Vision, Mission and Values was created.  In 1999, the Diversity Council was chartered with a newly established Business Case for Diversity, and establishment of a Center level position dedicated to diversity.  OHR was also making strategic advances with the development of an OHR Operational Plan and Communication Strategy aimed at increasing the organization’s effectiveness.

With the advent of these accomplishments the OHR has been taking a thorough look at many of the internal processes that impacted diversity.  In March 2001, the OHR held a kickoff event to revitalize cross-organizational participation and to strategically assess our efforts in the area of diversity.  This plan reflects those principles and practices that will guide OHR diversity management.


ACCOUNTABILITY

Accountability is necessary to ensure organizational change occurs in the Office of Human Resources.  While managers and supervisors are responsible for providing leadership in reaching the diversity goal, every employee has a role and must take responsibility for reaching the goal of a diverse and productive work environment.

Goal:  
Each employee is responsible for approaching diversity with an open mind.

Actions:
· Communicate concerns and recommendations to management.

· Maintain a continuing awareness of diversity in day-to-day interaction with other employees.

· Participate in activities that promote individual awareness and sensitivity to other cultures (e.g., training, Director’s Colloquium).

· Develop personal action plans that explain what one will do to be more understanding of others (e.g., volunteer for special projects/events).

· Build one-on-one relationships (e.g., “ask a co-worker to lunch”).

· Provide open and honest communication management (e.g., supervisory feedback tool, one-on-one dialogue).
Goal:
Managers at all levels, from the Director of to first-level supervisors and team leaders, are responsible for a firm commitment to diversity.

Actions:
· Commit to and build trust between management and employees.

· Maintain an awareness of diversity objectives throughout the organization as demonstrated by personal awareness; leadership; communications; developing mentors; and recruiting & staffing.
· Promote open and honest communication and feedback in performance appraisals process. 
· Commit resources to ensure that employees receive training, development experiences, promotions and tools needed to attain the highest levels of professional development.

COMMUNICATION

Valuing diversity requires corporate attention and public endorsement to gain recognition and widespread support among employees; therefore, in more successful change efforts, ongoing communication is viewed as an essential part of each phase of implementation (Implementing Diversity, Marilyn Loden, 1996)
The OHR recognized the significance of effective communications and developed the OHR Communication Plan that provides guidance to facilitate a meaningful exchange of information to create and maintain a supportive work environment for all people to achieve success in the Center’s mission.  The OHR Diversity Management Plan incorporates principles from the OHR Communication Plan.  

Goal:

OHR Diversity Management Committee along with the OHR Management Team will facilitate accomplishment of the OHR Diversity Management Plan through the use of effective communication strategies that promote the involvement of all OHR employees in diversity management.

Actions:
· Promote awareness and appreciation of diversity management to help employees appreciate OHR as an employer of choice
· Encourage employees to understand their roles in contributing to the success of diversity management.
· Provide knowledge and resources to empower employees to exemplify diversity awareness and appreciation.
· Listen to hear employee viewpoints on diversity issues, reflect and act on them, and communicate them to others.
· Provide guidance and support for the implementation of diversity management communications within the OHR
· Use all available communication vehicles to introduce and inform the OHR workforce    
            about diversity.
· Use all available communication vehicles for ongoing reinforcement of organizational                      commitment to value diversity.

RECRUITMENT

Recruitment strategies to increase the hiring of diverse individuals.  There are many new strategies that can be used to create a diverse network from which to draw new hires.  During the recruitment process, interviewers need to be aware of their own values, biases, and assumptions when selecting people different from them.  Overcoming cultural barriers in interviewing and tapping the talents of diverse groups will lead to a more productive workforce.

Goal:

Increase diversity in all skill and grade levels consistent with available opportunities.

Actions:

· Utilize Center advisory groups to solicit mentors, distribute ads/vacancy announcements, and participate in Center’s recruiting events.

· Identify sources of paid advertising  through Web, Recruitment Manager, other HRMS and outside vendors.
· Identify various sources of recruitment to attract diverse individuals through organizations and associations.
· Explore other resources that may have listings and job banks that can provide leads on diverse candidates such as:

· Local organizations representing different cultural groups

· Federal, state, and local government offices

· Professional and fraternal organizations

· Community colleges, technical schools, and high schools

· Out-placement organizations

· Affiliates of schools and universities, including research facilities

· Retirees

· Internal employee referrals

· Transferees’ spouses and dependents

· Executive Search

· 
· 
· Solicit support of diverse personnel from within Office of Human Resources in recruiting activities 

CAREER DEVELOPMENT

             and TRAINING

Career Development is a process where employees strategically explore, plan, and create their future at work by designing a personal learning plan to achieve their potential and fulfill the organization's learning, seeking opportunities, taking risks, and finding ways to contribute to the organization in a productive and motivated fashion.

To facilitate this process, the OHR is committed to helping each employee design a unique personal learning plan that enables them to tap into their full potential and become a significant contributor to the organization.

Goal:

To provide career development opportunities for all employees in order that they may reach their maximum potential.

Actions:

Mentoring/Coaching:

· Encourage the establishment of informal and formal mentoring relationships that will facilitate cross-cultural learning.

· Support participation in Center-sponsored mentoring workshops that will enable OHR mentoring partnerships to:

· Explore and define the roles of the mentor and mentee.

· Clarify expectations for success.

· Learn specific skills such as dealing with conflict, listening, and giving and receiving feedback.

· Recognize employees who continuously and successfully participate in mentoring and coaching partnerships.

Personal Learning Plan:

· Provide on-going training sessions and automated tools for managers and employees to actively participate in the career development planning process.

· Provide opportunities for each employee to meet with his or her supervisor to discuss and evaluate his or her development, in addition to the bi-annual performance planning and review.    

· Provide employees with information about the career coaching resources available in exploring their career goals and objectives.

Developmental Opportunities:

Growth

· 
· Explore opportunities to utilize formal developmental programs to help employees grow within the organization.
· Provide employees with information on training and developmental opportunities that will be beneficial to one’s career development.

· Provide employees with a forum for sharing and presenting information and/or recommendations upon returning from training courses and developmental experiences.


Rotations

· Promote the concept, availability, and benefits of rotational assignments for employees.

· Identify developmental opportunities within each functional area, at all levels. 

· Provide clear goals and expectations for all rotational assignments.

· Provide employees opportunities for short-term details to gain skills that would enhance job performance.

Assignments

· Give employees assignments that provide them with opportunities to present to management.

· Consider rotation of assignments that managers deem to be “high profile” among employees.

· Consider assigning “acting” responsibilities among journeyman level employees.

· Expand current opportunities for employees to work on cross-functional assignments.


Diversity Training raises individual awareness of differences as it relates to diversity, and teaches individuals new skills to work effectively in a diverse workforce. Although training is not the solution to creating a diverse environment, it is an important piece of any long-term change.

Goal:

Provide experiential and awareness diversity training to all OHR employees every other year at a minimum.

Actions:

· All OHR employees will attend a 4-hour session on “Exploring Workplace Differences”.

· All OHR Managers and Team Leaders shall attend “managing diversity” training.

· The OHR Diversity Management Committee will explore other possible diversity related training and learning experiences for OHR employees; the purpose will be to facilitate       on-going dialogue about diversity issues that plays a major role in the workplace (i.e., gender, age, race, religion, lifestyle, disability, family status, skill/occupational status, education, geographic area, sexual orientation, personalities, and work ethics).

· Purchase additional diversity related materials for the Learning Center and utilize resources in the library (e.g., recommended games, case studies, videos, literature).


AWARDS AND RECOGNITION 


The Office of Human Resources (OHR) values the creative and innovative contributions from its workforce.  OHR also recognizes that recognition comes in many forms and that the full range of recognition will be used to acknowledge, recognize, and encourage continued employee contribution to the mission of OHR and the Center.

Goal:

Awards and recognition will be based on employee contributions as aligned with OHR and Center values together with evidence of dedication to quality, continuous improvement, teamwork, and customer service. 

Actions:

· Awards and recognition will be offered at regular and recurring intervals.

· Awards and recognition will be meaningful and varied (i.e. time-off, cash for performance or special act, on-the-spot, coupons, group celebrations, etc.).

· OHR will proactively seek opportunities to recognize peers.

· OHR will acknowledge/celebrate its achievements appropriately. 

IMPLEMENTATION and ASSESSMENT

Implementation: This Plan will be used as a guide by the Office of Human Resources management and staff, to promote stated diversity goals.  The Diversity Management Committee meets the second Wednesday of each month to discuss ongoing communication of diversity information and events for the OHR workforce and ways to increase awareness of diversity throughout OHR.  This may include such vehicles as OHR Diversity website, cultural activities, and bulletin boards. These meetings are open to all Code 110 employees and the minutes are displayed on the OHR Diversity website.  Progress of diversity awareness will be discussed at the OHR Quarterly meetings and the Plan will be reviewed and revised periodically.
Assessment: The Diversity Management Committee will monitor the progress of the diversity plan through the use of an assessment survey.  The survey will include several questions intended to measure the extent to which this diversity plan has impacted the organizational climate. Each component of the plan including accountability, communication, recruitment, career development/training, and awards/recognition should be evaluated.  Employees will be asked to participate in this assessment process on an annual basis.  The Diversity Management Committee will report on outcomes to the Office of Human Resources workforce at future All Hands Meetings.
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