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IN RECOGNITION OF OUTSTANDING
ATHLETIC HIEVEMENTS
IN THE SPORT RACK AND FIELD.

About Me....

From a small town called “Bald Knob, AR”
Ran track in College (sprinter and long jumper)
Army Veteran (Warrant officer)

» Soldier/Athlete and competed in track
and field

e 9.98sin the 100 meters
Arkansas Sports Hall of Fame (2022 Inductee) ——_—
Lots of experience in HR and Culture + '+~ +SOLDIER FOR LIFE

Experiences have led me to serve as the NSF

CDIO #CatalystforChange




CDIO DEl Legislation Tracking - as of July 14th

We are tracking 40 bills in 22 states. So far,

7 7 2 9 What Would the Legislation Restrict?

g DEI Offices and Staff Mandatory DEI Training
have been have final have become have been tabled,
introduced. legislative approval. law. failed to pass, or vetoed.
Where Anti-DEI Legislation Has Been Proposed
A pattern indicates active bills in different statuses.
No bill ¥ Introduced @ Final legislative approval [Signed into law [l Tabled, failed to pass, or vetoed
AK ME
T NH
MA R
a Diversity Statements Identity-Based Preferences for Hiring and Admissions

DC

Note: As new bills and legislation continue to manifest, so has our engagements and national level discussions. Recently the CDIO Team has met with CDO's from the
4 SEC, the ASEE, CEOSE and Advisory Committees (in support of EDU and SBE).




usiness Lines: Organizing DEIA Initiatives and Efforts into Action

Core CDIO Action Plan ——© —— official DEIA Requirements

Lines of Effort

DEIA Integration

\_ Assess initiatives
Align to Organizational Effectiveness Model
Align to Measure of Effectiveness/Outcome

Executive Orders IMPLEMENTATION PLAN

Accountability
Talent . Alignment to Culture

Management Operations ' Coordination and Integration
: Strategy and Process

" Chips & Science Act

Government-wide
DEIA Strategy

.. CDIO Initiatives

Ensure controls are in place Measure ic trends DEI i Evolve DEI Maturity from *
to monitor and prevent to identity indicators and trough out all i It to i T
i of ef i functions NSF Racial Equity e

TaskForce ' --4--'° NSFGrassrootsD

Data Analytics Change Management Strategic Communications

Functional

Output: Centralized document to track efforts and measures

Capacity

Cultural Intelligence, and

National Science Foundation
- Office of the Chicf Diversity
and Inclusion Officer

Organizational Performance

DEIA Implementation Plan
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Linking DEIA Efforts to Culture

Culture Intelligence and Linkage to DEIA efforts Measures and Outcomes
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TRUST INNOVATION DIVERSITY, EQUITY, & ENGAGEMENT
Assesses our level of Assesses innovation: Our INCLUSION Measures the positive
belief that co-workers organization’s ability to Assesses how effectively emotional relationship
are reliable and have implement creative we foster diversity, our employees have with
wy n positive motives ideas equity, and inclusion NSF
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COMMITMENT RISK SAFETY SUSTAINABILITY
Assesses how much and Measures how well your Measures how well our Assesses the extent to
in what ways employees organization detects and organization supports which we see
\ are committed to NSF responds to risk safety behaviors sustainability as
$N304 TyNYIN (belonging) embedded in our core

purpose and focus




Concept to continuously assess under-representation (through an equity lens) and increase barrier analysis

Concept and Approach Crosswalk to SOC

o ., « Standard Occupational Classification (SOC) System: federal statistical standard used to classify

Develop “weighted crosswalk . . - - . . L
e T T e workers into occupational categories for the purpose of collecting, calculating, or disseminating
of the developed crosswalk data

to each occupation provided
by Bureau of Labor Statistics
and/or Department of Labor

© 6 6 0 0 O

Pull occupational profiles
from Bureau of Labor
Statistics for each item in
the cross walk

Identify the job series for
benchmarking

“ All workers are classified into one of 867 detailed occupations according to their occupational
definition

The 1t two digits represent the major group
The 3rd digit represents the minor group
The 4t and 5t digit represent the

23 Major Groups

98 Minor Groups

broad group
Leverage data from Compare the estimated The 6t digit represents the detailed 459 Broad Groups
American Community relevant labor force data l occupation
Develop a crosswalkto a Survey to estimate percent with the weighted ¥

set of comparable
analogs

of workersin each
specialty; sift for age,
education or other factors
as needed

crosswalk to calculate
benchmarks and
representation for gender,
race, and ethnicity

13-1071

Architecture Making under-representation actionable

Data Sources
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Data Integration Data Analytics
(=]
=
o
e
Occupational Specialties 2
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Under-representation = I
Monitoring = Requests additional -
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o e e Barrier Analysis, Hiring Trends, Sexual e 51 B
Community ] Harrasment Complaints, Discrimination = caus 'nl ysll_s an
L st S5S Complaints and any formation from rog:;:r:ggoﬁ'loelr%aot?ons
S ETE historical IG reports as needed P
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Employment Profiles Barrier Analysis |
8LS50Cs and labor force trends )
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authorative source which
would include cross walk =
and framework provided
by CDIO
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NSF DEI Maturity Model

Business Lines

5-phase continuum

“Focus on the organizational change work
needed to achieve intended outcomes. .
DEIA is the outcome...not the process.”

SOPHISTICATED I

Inclusive organizations
leverage diverse

/ \ backgrounds, capabilities,

perspectives and etc. to

Organizations build shared drive results valuing DE&!
Talent

. norms and values. Have asbeingintegralto
opera"ons begun to understand the
value of a diverse
workforce and taken steps

success.

Management

p . 2 Organizations have a Z?negg)a/g::i‘g;ﬁoyees
Data Analytics . . I ) diverse mix of employees. | feal valued.
Ensure contro_ls arein Measure d_emog_raphlc Integ_rate DEI Evolve DEI Maturlty DE& strategy aligned to
nge Management place to monitor and _ trends to identify key I competencies throughout from compliance to business strategy with
prevent unintended indicators and measures all operational functions commitment Organizations have preliminary efforts to
Strategic Communications COMBEAUENEES I Ol RGeS I I Organizations largely focus | incorporated DE&I, but optimize DE&! with MOEs
on being risk aversewitha | inconsistently. Strategy
- . o - basic understanding DE&I. | exists, but not closely tied
to strategic outcomes.
. IMMATURE

Conforming Evolving Acceptance Cohesive Inclusive

Criteria and Ratings What does an assessment look like?

< The assessment method/approach leverages a mixed- Total DEI Maturity Assessment o
method data strategy and incorporates a variety of = = atngive scomplsne "
quantitative and qualitative data to achieve the most sk 5 . — g
2000 comprehensive view of DEI capabilities based on available Acceptance ¢ e et
» o

To

; LOE4 LOE

Il ulture . . .
@ Toleminat | cure % The ratings for all assessed criteria are averaged to
\ determine the overall Maturity Rating. A numeric score
between 0 and 5 is assigned for each LOE and the Overall

Maturity Level is determined.

Your Score: 3.00 out of 5.00 Maturity Level: Acceptance

Line of Effort: Policy

~©—-0

LOE3 LOE2
policy | Operations

Oganzations rgey
on being sk avere w

Your Score: 2.00 out of 5.00 Maturity Level: Evolving
. . U ne of Effort: Talent Management
.:. TOtal DEl maturlty ratlng: Conforming Evolving Acceptance Cohesive Inclusive — - .
+ 0.00to 1.00 = Conforming

+ 1.01to 2.00 = Evolving ‘ : : : i
» 2.01to 3.00 = Acceptance i it ding vy a B
« 3.01to 4.00 = Cohesive Your Score: 3.22 out of 5.00 Maturity Level: Coheisive

@ Historical documents @ MO-715 @ FEVS Workforce data (@ Employee input *+ 4.01105.00 = Inclusive




NSF DEIA Sustainment Strategy

PLANNING DEPLOYING

1 DEIA Strategy Plan @? Publish Diversity Definition

Culture

2 Implementation Plan @ Establish Business Lines

Policy Operations 3

Under-representation JI|;

Model Refine Mapping to SOC System

Talent
Management

4 DEIA Maturity Model @ 9 Refine Assessment Criteria

Strategic Communications QE,@’

Identify audiences and messaging

- Shift focus from DEIA to Culture

- Link to organizational effectiveness

- Highlight organizational culture

- Improve organizational effectiveness

ASSESSING TRANSFORMING

Rebrand as Culture Strategy

Culture Intelligence

Formalize Culture Model

Operationalize Culture Model

Support Culture Model

Formative evaluation Naturalize Culture Model

[ “Shift from performative DEIA to Culture Intelligence to achieve DEIA Outcomes” ]

SOC — Standard Occupational Classification
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