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Partnership for Public Service

We are a nonprofit, nonpartisan organization that is building a better 
government and a stronger democracy.

LEADERSHIP 
DEVELOPMENT

EMPLOYEE 
ENGAGEMENT

GOVERNMENT 
MODERNIZATION
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The Challenges
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Main Inhibitors to Progress
• Insufficient data collection to identify 

inequities and root causes
• Many federal agencies have 

inadequate and/or under-resourced 
internal expertise

• The federal agencies with federal 
workforce oversight responsibilities 
have limited impact

• Inadequacies are exacerbated in 
public services and benefits

Stronger 
democracy

Equitable 
services & 
benefits

Federal 
workforce
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Core DEIA Principles and Practices

Principle #2

Improve the federal 
government’s 

capabilities to cultivate 
more inclusive cultures 

and equitable talent 
management practices.

Principle #1

Equip leaders with the 
mindset and skills to 

better instill DEIA 
principles into their 
leadership capability 

and work.

Principle #4

Champion more 
equitable services and 

benefits to increase 
public trust.

Principle #3

Promote better data 
collection methods and 

evidence-based 
decisions.

Reference materials: “The Employee-Customer-Profit Chain at Sears” By Anthony J. Rucci, Steven P. Kirn, and Richard T. 
Quinn, Harvard Business Review; “Focusing inward: How improving employee engagement can help rebuild trust in 
government” By Sushumna Agarwal, Lucy Melvin, David Levin and Mahesh Kelkar, Deloitte

about:blank
about:blank
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Deploy Volunteer 
Recruiters

Leverage the sense of 
belonging and 

professional networks of 
current employees to 

engage potential 
candidates, especially if 
there are limited talent 
acquisition resources.

Build an Adaptive 
Structure

Develop a flexible 
structure with internal 
capacity building and 

trusted external 
partners to meet 
varying demands 

throughout the life cycle 
of a strategic plan.

Activate DEIA Councils 
and ERGs

Utilize DEIA groups to 
broaden the capacity 
and capabilities of the 
DEIA office or function 
by incorporating them 

in everything from 
policy development to 
strategic planning to 

leadership 
accountability.

Partner with General 
Counsel

Proactively develop 
meaningful partnerships 

with general counsel 
and transition their role 
from “gate keeper” to 

thought partner when it 
comes to new and 

innovative DEIA 
practices.

Common Areas of Emphasis

Note: The common areas listed above are based on discussions from the Partnership’s Chief Diversity Officer Council.
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INCLUSIVE CULTURELEADERSHIP CAPABILITY SYSTEMS & STRUCTURES

Focus Groups & Interviews (employee groups, hiring managers, HR and EEO)

360 Program for the CDC Division Directors

Assessing and developing CDC leaders to build leadership 
capabilities to be more inclusive of diversity.
• 2-hour launch session 
• 360 assessment 
• 90 mins one-on-one coaching / debrief
• Half-day group playback

DEIA Workshops for the CDC Directors
Increasing knowledge & application of best practices, 
reinforcing behavior changes, identifying opportunities and 
taking practical actions to build inclusivity tailored to the 
needs of CDC and individual teams (3 workshops).

Sponsorship Program
Piloting a sponsorship program, focused on ensuring 
diverse workforce pipelines for leadership vacancies at 
CDC.

DEIA Ambassador Program

Equipping CDC employees to drive change from their levels 
and design sustainable solutions to address DEIA issues in 
their respective areas. 

Recruiting and Hiring Workshops 

Enhancing collaboration among key DEIA stakeholders (HR 
professionals / EEO specialists / managers) and identify 
opportunities to improve recruiting and hiring efforts

Strategic Recruitment Plans 
Facilitating relationship-building with new and diverse 
talent sources by developing strategic recruitment plans for 
two occupational series.

HR and EEO Group Coaching
Improving trust collaboration, communication and 
coordination between HR professionals and EEO specialists 
to strengthen problem solving and overall service to CDC 
employees.

Strengthening DEIA at CDC
(May 2021 – October 2022)

Monitoring & Evaluation
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Conclusion

If we do this right…
• DEIA will be embedded into the federal 

government culture and operational systems.
• DEIA is recognized as a nonpartisan core value, 

a source of innovation, and a means to growth 
and success.
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Appendix
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DEIA Framework
DEIA Infrastructure Equity Inclusion Accessibility

A results-oriented DEIA office 
that unifies all DEIA efforts 

Ensure policies and practices 
are fair and equitable

Foster an inclusive culture 
that embraces diverging 
experiences and backgrounds

Identify and remove barriers 
in the physical and virtual 
work environment 

Subcomponents (3)
• DEIA Strategy and 

Framework
• DEIA Organizational 

Structure
• Data-Driven Decision-

Making

Subcomponents (6)
• Policy Development
• Recruitment and Hiring
• Promotion and 

Professional Development
• Retention and 

Representation
• Pay and Compensation
• Workplace Safety and 

Sexual Harassment

Subcomponents (4)
• Inclusive Workplace 

Culture
• Employee Experience
• DEIA Training
• Leadership Capability

Subcomponents (3)
• Accessible Work 

Environment 
• Reasonable 

Accommodation
• Accessibility Knowledge 

and Implementation

Adapted from the Office of Personnel Management’s version.
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11 Government-Wide Executive Order Priorities 
• Safe Workplaces—Create  a framework  to  address  workplace harassment,  including  sexual harassment;  

and promote  training, education, prevention programs,  and  monitoring  to create  a  culture  that  does  
not  tolerate  harassment  or  other  forms  of  discrimination or retaliation  and that  supports  employees  
who  have experienced  domestic violence,  sexual assault,  or  stalking. 

• Chief Diversity Officer—Establish or elevate Chief Diversity Officers or diversity and inclusion officers within 
agencies to promote diversity and inclusion within the workforce.

• Data Collection—Improve the collection of voluntarily self-reported demographic data about the federal 
workforce to take an evidence-based approach to reducing potential barriers in hiring, promotion, 
professional development, and retention practices.

• Promoting Paid Internships—Remove barriers for low-income and first-generation professionals, including 
by reducing reliance on unpaid internships and expanding paid internship opportunities.

• Partnerships and Recruitment—Establish new recruitment partnerships to build a more diverse pipeline 
into public service and facilitate recruitment, including the recruitment of individuals from underserved 
communities.

• Professional Development and Advancement—Advance equity and transparency in professional 
development opportunities.

Source: Office of Personnel Management, “Government-wide Strategic Plan to Advance Diversity, Equity, Inclusion, 
and Accessibility in the Federal Workforce,” November 2021

https://www.whitehouse.gov/wp-content/uploads/2021/11/Strategic-Plan-to-Advance-Diversity-Equity-Inclusion-and-Accessibility-in-the-Federal-Workforce-11.23.21.pdf
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11 Government-wide E.O. Priorities (cont’d)
• DEIA Training and Learning—Expand the availability of DEIA training so that federal 

employees are supported and have the tools to promote respectful and inclusive workplaces.

• Advancing Equity for Employees with Disabilities—Serve as a model employer for disabled employees by 
charging key agencies with coordinating across the federal government to develop processes to increase 
accessibility and reduce barriers to employment.

• Advancing Equity for LGBTQI+ Employees—Advance equity for LGBTQI+ employees by striving to ensure 
that the federal health benefits system equitably serves all LGBTQI+ employees and their families, 
expanding the usage of gender markers and pronouns that respect transgender, gender non-conforming, 
and non-binary employees, and working to create a more inclusive workplace.

• Pay Equity—Advance pay equity so that public servants are fairly compensated for their talents, including 
federal employees who may face discrimination based on race or gender, and working with agencies to 
review and, if necessary, revise job classifications and compensation practices.

• Expanding Employment Opportunities for Formerly Incarcerated Individuals—Assess potential barriers 
that formerly incarcerated individuals face when seeking federal employment and seek to expand job 
opportunities for individuals with past convictions.

Source: Office of Personnel Management, “Government-wide Strategic Plan to Advance Diversity, Equity, Inclusion, 
and Accessibility in the Federal Workforce,” November 2021

about:blank
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FEVS DEIA Questions
Diversity Equity

• My organization's management practices 
promote diversity (e.g., outreach, 
recruitment, promotion opportunities).

• My supervisor demonstrates a commitment 
to workforce diversity (e.g., recruitment, 
promotion opportunities, development).

• I have similar access to advancement 
opportunities (e.g., promotion, career 
development, training) as others in my work 
unit.

• My supervisor provides opportunities fairly to 
all employees in my work unit (e.g., 
promotions, work assignments).

• In my work unit, excellent work is similarly 
recognized for all employees (e.g., awards, 
acknowledgements).
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FEVS DEIA Questions (cont’d)
Inclusion Accessibility

• Employees in my work unit make me feel I 
belong.

• Employees in my work unit care about me as a 
person.

• I am comfortable expressing opinions that are 
different from other employees in my work 
unit.

• In my work unit, people's differences are 
respected.

• I can be successful in my organization being 
myself.

• I can easily make a request of my organization 
to meet my accessibility needs.

• My organization responds to my accessibility 
needs in a timely manner.

• My organization meets my accessibility needs.
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