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1.5 Diversity Advocate – Promotes workforce diversity, provides fair and equitable recognition and equal opportunity, and promptly and appropriately addresses allegations of harassment or discrimination.

Achieved Excellence – The executive has demonstrated outstanding skill in recruiting and retaining a diverse staff whose members worked together effectively as a team.  He/she proactively identified situations where allegations of harassment or discrimination may have occurred and effectively addressed the situations so that conflicts did not escalate.  The executive has recognized exemplary work of others throughout the rating period and provided equal opportunities for all staff.

Achieved Expectations – The executive satisfactorily led a diverse team whose members showed accountability for the quality of their work, regardless of background or culture.  He/she has satisfactorily demonstrated the ability to recruit and retain a diverse staff. The executive models open communication and teamwork with all members of the staff.  He/she has demonstrated that he/she is comfortable with different cultures and knows the laws related to disability, race, gender, and religion.  The executive effectively addressed allegations of harassment or discrimination by listening objectively and taking the steps necessary to resolve issues that arose.  
Executive-level Model Indicators of Diversity Advocacy:
The following indicators should be considered as illustrative examples of various actions an executive can undertake for performing this competency and for rating officials to reference in assessing performance.  This listing is not intended to be all inclusive in that there may be similar examples not noted here.  Likewise, an executive would not be expected to undertake a particular number of these actions.  The rating official has the flexibility of using these examples merely as illustrations and/or may include some of these items in an executive’s performance plan if appropriate.  Likewise, the rating official will determine the degrees of difficulty and achievement an executive may demonstrates in executing any of these indicators when determining the final rating score for this competency.
· Actively implements DHS and Component diversity programs and initiatives, sharing and promoting to the population the results of these efforts.
· Demonstrates, through accountable actions, an awareness of merit principles, the DHS Federal Equal Opportunity Recruitment Program, and other applicable laws, rules, and programs. 
· Is knowledgeable of, and effectively uses, available support resources (including, but not limited to, HR recruitment specialists, EEO staff members, Selective Placement Coordinators, and staffing specialists).

· Is proficient in applying hiring flexibilities/authorities. 

· Implements out-reach and recruitment efforts to minority-serving institutions (MSI's) to promote the organization (e.g., mission, vision, function).
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· Establishes professional relationships and partnerships outside the immediate organization that result in the implementation of recruitment and diversity efforts. 

· Actively participates in internal events (e.g., the Black Executive Exchange Program). 
· Implements White House initiatives (e.g., Tribal Colleges and Universities, Historically Black Colleges and Universities, and E.O. 13171 "Hispanic Employment in the Federal Government").  Including, but not limited to:

· Donations

· Grants and awards

· Intergovernmental Personnel Act actions

· Curriculum development

· Develops and implements outreach plan (including establishment of measures-of-program-plan effectiveness) to support all community segments (e.g., veteran, disabled, and minority communities) for recruitment, information sharing, networking, and/or public relations.

· Personally mentors and coaches underrepresented individuals.  As a result, the individuals receive a special assignment, promotion, etc. 
· Executive and staff complete No Fear Act Training within required timeframes.

· Executive and staff complete mandatory EEO training.

· Executive sponsors a variety of training delivery options. 

· Executes recruitment plans (with measures-of-program plan effectiveness identified) that include broad outreach to various groups.

· Ensures that recruiters are trained in diversity and inclusion.

· Examines hiring results for inclusiveness.  Takes steps to broaden the applicant pool throughout the year.

· More than 20% of staff participate in formal employee and career development activities and have active Individual Development Plans (IDP's). 
· Encourages staff to undertake “stretch” activities such as more complex assignments, new projects, and formal and informal leadership roles, etc.
· Directs subordinates to serve as coaches and mentors. 
· Capitalizes on diverse thoughts, opinions, experiences, and views to influence planning, decisions, and outcomes at the strategic and operational level.  Specific instances can be cited.
· Openly and frequently promotes the importance of diversity at meetings, All Hands sessions, and other forums.

· Is personally engaged in promoting, supporting, and enforcing the business case for diversity.

· Participates in, and leads diversity-related initiatives, and holds staff accountable to do likewise.

· In cases of findings of discrimination, specific and timely actions are taken to prevent escalation.  Executive personally takes all steps necessary to remediate issues.

· Requires staff to use Alternative Dispute Resolution in resolving conflicts.

· Takes steps to investigate allegations of discrimination or harassment in a timely and appropriate way.

· Encourages participation, and volunteering in, diversity events and organizations.
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· Holds local managers and supervisors accountable by including a diversity competency in their performance plans.

· Actively seeks and recruits persons with disabilities.

· Demonstrates an awareness of facets of diverse cultures and sponsors various means to enhance culture and awareness among staff, partners, stakeholders, and customers such as briefings, guest speakers, open forums, formal training, appropriate publications, etc.
· Is personally engaged in supporting merit and performance-based rewards and recognition thereby ensuring equity, consistency, and fairness.
· Implements an internal succession plan which includes employee development activities, rotational assignments, coaching and mentoring, projected vacancies, temporary promotions, lateral reassignments, etc. within merit principles.
(*) 


