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DEIA Framework Area 1: 
Recruitment 

Recruitment Action Statement: 

The Chancellor’s Office is compelled to implement a robust talent 
engagement and recruitment process that extends beyond 
conventional methods and focuses on maintaining an effective 
outreach system to attract a diverse pool of qualified candidates. 
This proactive approach reflects a forward-thinking mindset, 
emphasizing the Agency’s commitment to creating an inclusive 
workplace where diverse perspectives contribute to innovation 
and problem-solving. 

Moreover, by leveraging the backgrounds and expertise of 
current employees, we acknowledge the significant role diverse 
experiences play in shaping effective recruitment strategies, and 
our collaboration with external individuals demonstrates a 
commitment to embracing fresh perspectives, which contributes 
to a dynamic and inclusive organizational culture. 

Recruitment Core Value: 

Agency-Wide Recruiting Culture: We empower and encourage every 
team member to actively engage in recruiting efforts, recognizing the 
continuous interaction with external individuals as a valuable 
opportunity. Talent acquisition is not merely a task for specific 
departments but is a collective responsibility woven into the fabric of 
our organizational ethos. 

By embracing a culture of recruitment, we tap into the diverse networks 
and perspectives of our entire team, ensuring that each member 
actively contributes to identifying and attracting top-tier talent as 
reflective of our dedication to building a thriving and dynamic 
workforce.
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DEIA Framework Area 2: 
Hiring 
Hiring Action Statement: 

The Chancellor’s Office is committed to ensuring that our hiring 
processes are equitable, inclusive, and fair while also being 
strategic, intentional, evidence based, and data driven. We are 
continuously working to safeguard the process from start to finish 
such that hiring outcomes are objective, merit based, nepotism 
free, and are implemented by a team that is unbiased and 
thoughtfully trained. Our focus is to increase transparency while 
providing equal opportunity for internal and external candidates. 

Recruitment Core Values: 

01 Equitable & 
Inclusive 

02 Fair 

03 Strategic & 
Intentional 

04 
Evidence 
base & Data 
driven 

05Transparent 
with Equal 
Opportunity 

06 
Autonomous, 
Merit-Based, 
and Unbiased 

07 
Trained, 
Thoughtful and 
Responsive 

08Nepotism 
Free 

Equitable & Inclusive: The hiring process is evaluated step-by-
step and applied equally to all applicants, with allowances for 
accommodations and supportive services. 

Fair: Every candidate is interviewed without bias and is given 
equitable time to prepare for the interview in order to provide 
thoughtful responses. 

Strategic & Intentional: All hiring should have a clearly defined 
strategy aligned with organizational need and the Agency’s 
strategic plan. 

Evidence Based & Data Driven: Chancellor’s Office DEIA data is 
collected, regularly reviewed, published, and presented to the 
staff community to benchmark progress toward DEIA goals 
together as a work community. 

Transparent with Equal Opportunity for Internal and External 
Candidates: All candidates have equal access to knowledge of 
employment announcements, qualification requirements/exams, 
and Statement of Qualification (SOQ). All candidates receive equal 
treatment concerning interview notifications and hiring 
procedures. 

Autonomous, Merit-Based, and Unbiased: Hiring managers 
independently make hiring decisions and recommendations 
based on the merit system and best interest of the team, division, 
and Agency without influence from other parties. 

Trained, Thoughtful, and Responsive: Interview panels are 
trained on best hiring practices, eliminating implicit bias, interview 
methods for diverse populations, and awareness of employees 
with different abilities. Hiring managers receive timely 
information about the hiring process with the requirement to 
meet established deadlines. 

Nepotism Free: Hiring decisions are made impartially and 
without bias or consideration of the candidate’s personal and 
professional relationships. 11





DEIA Framework Area 3: 
Performance Management 

Performance Management Action 
Statement: 

Our commitment to clear, consistent, unbiased, and inclusive 
communication extends beyond the initial hiring process and 
permeates throughout performance management practices 
as well. We strive for transparency and open dialogue in 
setting expectations, providing constructive feedback, and 
fostering continuous learning and development. This aligns 
seamlessly with our DEIA principles and Framework, ensuring 
fairness, equity, and respect in how we guide and empower 
our employees. We encourage open communication and 
feedback loops to identify areas for improvement and 
celebrate successes, ultimately cultivating a high-performing 
and inclusive work environment for all. 

Performance Management Core Values: 

Intentionality & Equity of Application 

Ensure that each employee receives an annual performance appraisal, 
including Executives/managers/supervisors. Performance management 
goals should be targeted at an Agency-specific (macro) level and an 
employee specific (micro) level. 

Consistent 
Performance appraisals and probationary reports should be conducted in a 
standardized manner over time. 

Inclusive 
Managers/supervisors will think beyond an employee's current assignment 
to learn about and leverage an employee's hidden unique talents and 
abilities that may be unrelated. Managers view the employee holistically 
and provide a diverse array of tasks that align with their classification. 

Unbiased 
Managers/supervisors will recognize their own biases regarding various 
characteristics of their staff and actively work to shift those perceptions 
toward value. 

Transparent 
Employees will ideally understand their current job performance, 
expectations, and goals so they can work towards job promotions and/or 
other career goals. Employees are provided the performance evaluation 
rubric well in advance of the annual review. 

Accountability 
The performance management process provides real opportunity to staff 
to provide feedback to managers regarding the managers’ performance.
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DEIA Framework Area 4: Promotion 
Promotion Action Statement: 

We foster a culture of growth by providing equitable opportunities for development and advancement to all employees. Our training programs 
are designed to empower individuals and equip them with the skills and knowledge needed to excel in their roles and pursue career 
aspirations. The promotion process itself embodies our commitment to fairness and transparency. It is meticulously designed to be unbiased, 
data-driven, and efficient, ensuring every candidate receives a fair and equal chance based on merit and qualifications. We dedicate committed 
resources and synchronized budgeting to ensure the staffing identification process aligns seamlessly with promotion opportunities, creating a 
clear path for high-performing individuals to contribute their talents at increasingly impactful levels within our organization. 

Promotion Core Values: 

DATA-INFORMED 
PERSPECTIVE 

Regularly evaluate, 
understand, and take 

action related to 
promotion and 

advancement based 
on CalHR’s workforce 
planning statistics / 

analysis and census of 
employees. 

DATA-DRIVEN 
PROCESS 

Promotions are based 
on employee 

completed projects 
and overall job 
performance. 

Performance above 
and beyond the 
expectations of 

classification warrants 
promotion. 

EQUAL 
OPPORTUNITY TO 

GROW 

Stretch assignments 
and other 

opportunities to 
support a promotion 

or advancement 
should be offered 

fairly and equitably 
across each 

classification. 

TRAINING 

Ongoing training 
opportunities should 
be made available in 
the position that the 
employee wants to 
promote into on a 

regular basis. 

SYNCHRONIZED 
BUDGET 

The financial 
resources necessary 

to provide 
opportunities for 
promotion and 

upward mobility are 
readily available by 

ensuring that budgets 
reflect the priority of 

employee professional 
growth.
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DEIA Framework Area 6: 
Culture 

Performance Management Action Statement: 

We cultivate a culture of openness and psychological safety, where 
every individual feels empowered to contribute their unique 
perspective and thrive. This foundation of trust is bolstered by 
transparent, unbiased, evidence-based, and data-driven decision-
making and communication. This approach fosters a sense of 
ownership, accountability, and shared purpose, leading to a more 
engaged and collaborative work environment. We believe in open 
dialogue and accessible information, ensuring everyone feels 
comfortable sharing ideas, voicing concerns, and participating actively 
in shaping our collective success. This commitment to transparency 
and inclusivity creates a vibrant and dynamic culture where employees 
feel valued, respected, and supported, leading to increased 
satisfaction and long-term engagement. 

Culture Core Values: 

OPEN AND TRANSPARENT COMMUNICATION 
Communication and collaboration must be key elements for 
everyone, from the top down. All employees must feel they can 
openly communicate and be their authentic selves in our office. 
The Chancellor’s Office must be a safe space for all by being open 
and honest with staff no matter the optics. 

INTENTIONAL 
Thoughtfully, strategically, and proactively engage to understand 
what matters to employees. 

INCLUSIVE 
Our workplace supports all employees and their unique 
characteristics, needs, and abilities. 

UNBIASED 
Prioritize a fair and equitable workplace for all employees at all 
levels. 

EVIDENCE-BASED / DATA-DRIVEN 
Frequently solicit and rely on data from staff feedback (i.e. exit 
interviews and surveys) to inform policy decisions and practices. 
Do so legitimately, and not in performative ways.
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Landmark Equity 
Programming Initiatives
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Conclusion: Embracing the Power of Diversity for a Brighter Future 

This report has illuminated our Agency's unwavering commitment to fostering a diverse, equitable, inclusive, and accessible (DEIA) 
environment for all stakeholders. We firmly believe that embracing these core values transcends mere compliance and instead serves as 
the cornerstone of our organization's success. By prioritizing DEIA, we aim to: 

Unleash a wellspring of innovation 

A diverse workforce fosters a vibrant exchange of ideas, 
perspectives, and experiences, leading to more creative solutions 
and groundbreaking approaches. This innovation fuels our ability 
to meet the evolving needs of our students and communities more 
effectively. 

Attract and retain top talent 
In today's competitive talent landscape, a DEIA-committed 
organization is more likely to attract and retain high-performing 
individuals who value a workplace that celebrates their unique 
contributions. This fosters a culture of excellence and propels our 
Agency forward. 

Enhance our understanding and service 

A team that reflects the richness of the communities we serve 
allows us to develop a deeper understanding of their needs and 
challenges. This fosters a sense of empathy and empowers us to 
deliver services that are truly relevant and impactful. 

Build a stronger and more resilient community 

When we stand united in our commitment to DEIA, we create a 
ripple effect that extends beyond our walls. By promoting inclusion 
and fostering understanding within our Agency, we contribute to 
building a more just and equitable society for all. 

The roadmap we presented in this report demonstrates our unwavering commitment to translating these aspirations into tangible realities. 
Moving forward, we remain dedicated to fostering an environment where everyone feels valued, respected, and empowered to contribute 
their unique talents. We believe that by embracing the power of diversity, we can build a brighter future for our students, our community, 
and our Agency. We invite you to join us on this journey as we strive to make a positive and lasting impact on the world around us.
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