VI. Accompanying Materials for the Community

B. Inclusion
and Belonging
Promising Practices
Catalog Teaser
For each of the Four Goals and
Four Tools, the Task Force has
gathered examples of promising
practices from across the University.
The following teaser includes 18
practices that represent at least one
practice for each goal or tool area
and at least one practice per School.
Each goal or tool area includes the
definition followed by the promising
practice and the takeaway for that
practice. The full Promising Practices
catalog includes more than 120
practices that could be made into
a searchable online database.

GOAL 1.1

Inclusive Excellence
The goal of recruitment, promotion, and
retention is to maximize excellence and
diversity simultaneously (i.e., to pursue
inclusive excellence); this requires proactive
talent-spotting, contextualization for stan
dardized metrics, and recruitment practices
that utilize inclusive social networks and
the power of pipeline programs. Achieving
inclusive excellence also requires expanding
our perception of areas worthy of research
and teaching. Finally, the goal of achieving
inclusive excellence should operate with equal
rigor at the point of promotion as at the point
of recruitment.

Harvard Medical School

The School’s entrance interviews with
all first-year underrepresented minority
(URM) students and feedback from the
Office of Recruitment & Multicultural
Affairs (ORMA) Student Advisory Group
(SAG) are essential to providing negative
and positive insights from the applicants’
perspective on the interview experience
and the subsequent implementation of
changes to enhance it the following year.
In 2017, ORMA initiated post-interview
(pre-decision) anonymous surveying of
URM applicants to identify best practices
and also challenges on the interview day
from the applicants’ perspective.
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Takeaway

This School uses an impressive process of
data-gathering, self-study, and reflection in
support of continuous efforts to improve
its ability to recruit successfully from
underrepresented student populations.

GOAL 1.2

Inclusive Leadership
Rather than wholly delegating diversity,
inclusion, and belonging work to others, School
and business unit leaders should take direct
responsibility for diversif ication through
recruitment, promotion, retention, and ongo
ing development strategies. In their efforts,
they should attend to all three constituencies
of staff, students, and faculty and academic
personnel.

Harvard Business School

The governance model of HBS is much like
that of Harvard more broadly — a matrix
where strategy, decisions, and activities
bubble up or exist or are made at the local
level (e.g., within a particular department
or program), but then are hopefully woven
together in service of a School-wide strat
egy. One of the most significant factors in
causing inclusion to be felt and experienced
as a shared responsibility at HBS was the
dean early in his tenure naming “inclusion”
as among his “5i” priorities (innovation,
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intellectual ambition, internationalization,
inclusion, and integration) — specifically,
“to make HBS a place where everyone is
able to thrive and do their best work.”The
priorities are widely known throughout
the community; progress toward them is
shared annually through forums like the
town hall (for staff ) or the annual update
(a letter to alumni and the on-campus
community). The dean also adopted a
mantra of “make difficult issues discussable” (also phrased as “sunshine is the
best disinfectant”). Questions like why
women were failing to achieve honors in
the M.B.A. program at a rate proportional
to their representation there, questions
that had been thought but not articulated
for a number of years, became topics of
discussion at faculty meetings, and then
part of more systematic study. Similarly,
whether male and female faculty members
were being promoted at the same rate could
then be examined and analyzed.

Takeaway

It is widely acknowledged that increasing
inclusion and belonging requires a culture
change as well as structures and processes.
This example highlights two key pieces
of culture change. First, senior leaders
need to publicly and repeatedly make
clear that inclusion and belonging are
strategic priorities. Second, they have to
provide a forum for having uncomfortable
conversations about where we are falling
short on our commitments to diversity,
inclusion, and belonging.

GOAL 1.3

Potential for Growth
For students and entry-level staff, recruit
ment should be organized around practices for
judging growth potential, with a recognition
that observed past performance may not alone
capture the potential of an entry-level appli
cant, given differential opportunities and
differential degrees of difficulty encountered.

Harvard John A. Paulson School
of Engineering and Applied Sciences

A guide on implementing blind grading on
various software platforms used at SEAS
is being developed. Additionally, Women
in Computer Science (WiCS) hosts a
variety of community events to encourage
collaboration among all levels of students
pursuing a concentration in computer
science (CS). As a result of an area-wide
diversity committee, CS also launched a
freshman advising initiative to provide each
female student who indicates a primary
interest in CS with a CS faculty member
as a freshman adviser. This required collab
oration with admissions and faculty.

Takeaway

Schools and programs may increase inclu
sive practices for students using a variety
of approaches to level the playing field
and build community — and many of
these can be simple and low-cost. SEAS’
efforts to support blind grading not only
help remove bias, but also give students

who identify as marginalized confidence
that they will be treated equitably. Like
wise, efforts to increase collaboration and
community can be informal and organic,
such as social events.

GOAL 2.1

Academic and
Professional Excellence
Initiatives to advance diversity, inclusion, and
belonging should start and end with a focus
on the academic and professional flourishing
of all members of our campus community,
rather than being formulated primarily as
social problems. High-quality communitybuilding experiences should, however, be
recognized as a necessary support for academic
and professional success.

Harvard John A. Paulson School of
Engineering and Applied Sciences

SEAS encourages staff to utilize training
sessions and professional development
conference funds to develop and/or
improve skills used in their daily roles,
or to develop a deeper knowledge in new
areas of interest to their overall career
paths. The FAS and the University have
programs/offices/centers in place which
offer professional development opportu
nities, research and funding application
support, and teaching support to all faculty.
There is a particular emphasis on providing
mentoring support to tenure-track faculty.

VI. Accompanying Materials for the Community

Takeaway

This practice highlights the importance
of offering continuing professional devel
opment opportunities to staff, who may
sometimes feel that their professional goals
are neglected relative to those in academic
appointments. SEAS takes advantage of
and subsidizes courses from the Center
for Workforce Development (CWD) for
all staff. This policy has value both for
signaling the inherent worth of investing
in staff and building capacity for more
satisfying and inclusive work environments.
Likewise, supporting training opportu
nities for tenure-track faculty not only
helps them flourish but also signals that
the School is invested in them.

related topics, such as race, sexuality,
gender, religion, and culture.The Harvard
Extension School (HES) currently offers
more than 41 courses on these topics,
including “Understanding Islam and
Contemporary Muslim Societies” and
“Gender, Leadership, and Management.”
These types of courses are very popular
among HES students and receive strong
reviews each semester.

Takeaway

This practice highlights the important
recognition that diversity in intellectual
agendas (i.e., curricular and research agen
das) is critical to providing a foundation for
academic flourishing to a diverse community.

G OAL 2 . 2

GOAL 2.3

Responsive Curricula

Collaboration and
Teamwork

Within the parameters of a School’s mission,
Schools and departments should seek to incor
porate input from students into faculty-led
curricular planning processes.

Harvard Division of
Continuing Education

While it’s difficult to know which courses
explicitly incorporate content related to
inclusion and belonging into the curric
ulum, ongoing efforts have been made to
increase the number of courses that address

We should increase and make effective use of
collaborative and/or team structures to support
learning, work, mentoring, advising, and the
achievement of academic and professional
goals. Relatedly, our policies and practices
should, wherever possible, prioritize sharing
resources and opportunities over efforts to
maintain exclusive control of resources and
opportunities. In particular, we should increase
opportunities for course cross-registration and
space-sharing.
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Harvard Graduate School of
Arts and Sciences

Because GSAS students may have “dual
citizenship” in other Schools, there are also
collaborative efforts with offices in these
Schools. For example, GSAS has collabo
rated with colleagues in the Chan School
of Public Health,Harvard Business School,
and the Kennedy School of Government
to develop GSAS-wide pipeline and
retention programs. Collaborations exist
with diversity and inclusion (D&I) offices
across Harvard on recruitment efforts.
Finally, under the leadership of the Office
of the Assistant to the President for Insti
tutional Diversity and Equity, individuals
involved in D&I efforts across Harvard
come together periodically to learn about
and share best practices with each other.

Takeaway

This practice provides a good example of
recognition that cross-School collabora
tions can enhance diversity and inclusion
work in particular Schools, especially when
those collaborations help Schools build
communities for students from minority
groups.
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G OAL 2 . 4

Improved Mentoring
For all constituencies, we should improve
our approach to mentoring, in particular by
seeking a more holistic approach that goes
beyond support for academic and professional
development to include professionally appro
priate support along psychosocial dimensions
and equitable distribution of both kinds of
support. Holistic mentoring involves taking
an interest in one another as human beings; it
typically requires partnerships among a range
of kinds of advisers and mentors, some who
focus more on the academic end and others
more on the psychosocial end of a mentee’s expe
rience. Achieving a holistic view of a mentee
is likely to require more information-sharing
among the people who play mentorship roles
in relation to any given individual. Improved
use of data, within the parameters of privacy
constraints, should support improvements in
mentoring. For students, improved mentoring
also depends on a well-functioning interface
with mental health counseling and effective
training for staff, faculty, and academic
personnel in how to help students navigate the
set of complementary resources spanning the
spectrum from academic advising to mental
health counseling.

Harvard Faculty of Arts and Sciences

The dean of FAS made mentoring of
tenure-track faculty a central topic at his fall
2015 retreat for the FAS academic deans.

Together, the deans reviewed the princi
ples underlying the FAS’s AY 2009‒10
approach to mentoring and professional
development, discussed fresh approaches,
and formulated benchmarks to help them
evaluate at the upcoming academic plan
ning meetings how well departments/
areas were doing.Throughout fall 2015, as
these academic planning discussions took
place, the Office for Faculty Affairs (OFA)
separately conducted focus groups with
tenure-track and recently tenured faculty
to discuss their experiences on the tenure
track. In addition, every ladder faculty
member was asked about mentoring in his
or her activity report, an annual survey in
which faculty describe their accomplish
ments over the last year. From these reports,
OFA culled best practices on mentoring.In
addition, OFA researched the literature on
mentoring. Synthesizing information from
these sources and from the academic plan
ning meetings, in spring 2016 OFA created
and distributed to all FAS ladder faculty
its “Guide to Faculty Mentoring in the
Faculty of Arts and Sciences.”These efforts
have continued. For example, the FAS
held a fall 2016 workshop for tenure-track
faculty on giving and receiving feedback.
During spring 2017, OFA held a panel
discussion on advising graduate students
and piloted laser-coaching sessions for
tenure-track faculty that have continued
to be offered in AY 2017‒18. In February
2017, the Standing Committee on Women

(SCW ) held more mini-symposia for
women faculty in the Science Division
and SEAS, and mini-symposia in the
divisions of the Arts and Humanities and
Social Sciences were scheduled in AY
2017‒18. A series of workshops on research
management,for tenure-track and recently
tenured faculty, co-organized by OFA and
Research Administration Services, also
launched in AY 2017‒18.

Takeaway

This practice is a good example of how to
move forward strategically on an inclusion
and belonging agenda item, in this case
mentoring.This case models the following
steps:
•

Make mentoring a top leadership
priority and incorporate it into strategic
planning processes.

•

Allocate resources to develop practices
for how effective mentoring takes place
in your own context and tap a broad
range of constituents to provide input
and feedback.

•

Offer a range of events and workshops
to bring practices alive and share learn
ings with each other.

•

Determine key points to gather
feedback to assess the effectiveness
of the mentoring efforts and improve
over time.
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G OAL 3.1

Trust-Building
How can insights from disciplines such as
history, negotiation, education, psychology,
and theater help us cultivate and disseminate
skills of connecting with one another even
across deep fissures?

of trust-building. Schools can create a
shared vision in which the dean, faculty,
and administrative leadership lay a founda
tion for select goals and accomplishments.
This can be done for the academic year or
beyond.Two ways to accomplish this are:

room; experiential learning; and learning
outcomes and assessments. These are
workshops in which faculty share best
practices for creating environments that
foster inclusion and belonging in teaching
and learning.

•

Takeaway

Harvard Graduate School of Design

A joint faculty-staff meeting at the
start of each academic year promotes a
sense of shared vision in which the dean,
faculty, and administrative leadership
lay out selected accomplishments and
goals. Human Resources (HR) provides
staff and faculty opportunities to connect
outside of the regular daily routine. HR
coordinates regular Druker Design Gallery
tours of current exhibitions led by faculty
curators. In collaboration with the GSD
Joint Council, HR hosts an annual “Design
Today” lecture given by a GSD faculty
member to provide an opportunity for
staff to learn about the intellectual content
of the School.
Staff orientation to the GSD now includes
a staff luncheon that helps foster a sense
of community. Staff events throughout
the year, especially around the holidays,
reinforce this ethos.

Takeaway

This practice is an example of how to use
convenings around goal-setting as a part
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•

Introducing new employees to the
community by way of a staff luncheon.
This practice fosters a sense of commu
nity and belonging.
Creating community events throughout
the academic year to build and sustain
the sense of community that already
exists, while allowing new members to
enter the space and build relationships.

GOAL 3 .2

Skills for Difficult
Conversations
How do we equip everyone on campus —
faculty and academic personnel, staff, and
students — with skills to engage across differ
ence, support freewheeling debate, navigate
difficult conversations productively, and make
space for minority viewpoints (whether of
religious students, conservative students,
or students from underrepresented identity
groups or backgrounds)?

Harvard Law School

Each summer two or three of the faculty
workshops focus on teaching, including
topics such as gender and race in the class

This practice provides an example of
how to schedule formal time and space
for faculty members to share how they
create and foster inclusion and belong
ing through teaching and learning. The
broader practice of sharing knowledge and
skills can be adopted by all community
members. Examples can be workshops,
trainings, diversity dialogues, and commu
nity readings led by and for members of
the community. A designated time and
space should be formally set aside for
these activities.

GOAL 3 .3

Time and Space for
Difficult Conversations
How can Schools create opportunities, whether
in the curriculum or co-curriculum, for all on
campus to explore issues in the world, hear
differing points of view, and reflect on hard
questions, in formats that both foster and
model free academic expression and mutual
respect and concern?
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Harvard Divinity School

The Divinity School introduced a daylong
conversation and presentation series during
incoming student orientation titled Vital
Conversations, which focused on address
ing racism and sexual and gender-based
violence, and offered a continued series of
community conversations throughout the
year with the same title, but touching on
other aspects of diversity and inclusion.
There were many events and programs
organized within the community, partic
ularly by the student group HDS Racial
Justice and Healing Initiative:
•

A conference on Buddhism and race.

•

A three-part series of dialogues on racial
justice called the REAL Dialogues.

•

Weekly affinity group meetings.

•

The Black Religions, Spirituality, and
Culture conference.

•

Diversity and Explorations, a recruit
ment event where HDS brings in 45
students, who are usually from margin
alized identity groups or are focused on
social justice initiatives, to come and
experience the School.

Takeaway

This touches on a range of initiatives, start
ing with orientation, when students have
time to devote to learning about the values
and the commitment of their School/
community. HDS has created continuity

and reinforced its commitment to difficult
conversations by continuing programming
throughout the year. Bringing students
from marginalized communities to campus
for recruitment is a positive pipeline
program.

GOAL 4 .1

Community
The values statements of the University,
Schools, and business units should include
attention to values of community as well as
to values of individual autonomy. Organi
zational decisions and practices should align
with those core values.

Harvard School of Dental Medicine
In conjunction with the 150th anniver
sary celebration and the launch of the
Freeman, Grant, and Franklin Scholar
ship (named for key African-American
alumni), the Office of Diversity and
Inclusion and the Office of Development
and Alumni Relations are working on
creating a wall of portraits to celebrate
alumni of color.There is also a discussion
about displaying flags that represent
students’ countries of origin in the lobby
of the Research Education Building.
HSDM is also working on replacing
gendered signs of single-stall bathrooms
with gender-neutral ones.

Takeaway
This School is reviewing how well portrai
ture, symbols, and signage convey openness
to its current student body, and its full
alumni community.

GOAL 4 .2

Present and Past
in Proportion
Symbols and communications materials should
convey the openness and accessibility of our
campus and of an academic life to people from
all backgrounds. While continuing to respect
our distinguished past, we should nonetheless
shift the emphasis in our images, portraits,
and public art to the present and future. This
will permit us to represent the campus’ current
and anticipated diversity.

Harvard Kennedy School
of Government
HKS has hired a consultant to help develop
a visual design that will pull together the
old and new buildings on its campus. After
that design has been set, the School will
examine the use of spaces to enhance
diversity, inclusion, and belonging.

Takeaway

This School is reviewing art and iconogra
phy to create appropriately inclusive spaces.
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TO O L 1

Leadership From
the Top
At every level, from the Office of the President
and the Provost to the vice presidents heading
business units, from deans and department
chairs to student organization presidents,
leaders at the top need to be committed to
the pursuit of excellence on a foundation of
inclusion. Importantly, successful leadership for
inclusive excellence requires strong practices of
partnership that link all three constituencies:
students, staff, and faculty and academic
personnel.

Harvard Graduate School
of Education
The Center for Education Policy Research
(CEPR) successfully created OneCEPR, a
space where information related to diver
sity, equity, and inclusion (DEI) is shared,
and began making more connections
between DEI and CEPR’s work. This
was prompted after CEPR’s leadership
reflected on the following:
•

What are our core values?

•

Is diversity at the organizational level
reflected here?

•

Does the Center value people’s indi
vidual diversity?

•

Are folks satisfied with CEPR’s culture?

Had the leadership not posed such
questions and made space to process the
answers, OneCEPR would not exist.

Takeaway

This practice is an example of department
heads/leads ascertaining insights about
the values, culture, and climate of their
departments. In addition, leadership should
create space and time to discuss the results
in a productive way (i.e., “We are here …
we want to be here … let’s put together
a plan to address challenges and gaps as
they relate to cultivating a more inclusive
workplace”). Finally, leaders must support
whatever strategic DEI priorities are
decided upon, particularly in cases where
the intervention does not come from the
leadership/management.

TOOL 2

School and Business
Unit Strategic Planning
Too often, efforts at diversity, inclusion, and
belonging work lead to many well-inten
tioned but non-strategic and uncoordinated
ad hoc efforts. The result is “diversity clutter”:
a host of programs that do not add up to
more than the sum of their parts. We should
bring the tools of strategic planning to the
pursuit of inclusive excellence. In addition,
that work should draw on scholarly research
and practitioner expertise to avoid reinven
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tion of wheels and to meet a high standard
of expertise.

Harvard College

Senior leaders are held accountable to
ensure that the areas they oversee achieve
the diversity, inclusion, and belonging goals
as defined — and included in this are
strategic planning efforts such as multiyear
planning to create and populate pipelines.
An annual “state of the department” staff
diversity report is shared with individual
senior leaders by the dean, and a conver
sation about obstacles to staff diversity is
part of the performance review process.

Takeaway

This practice is an example of elevat
ing diversity, inclusion, and belonging
work to the same accountability level as
budget work.

TOOL 3

Aligned Organizational
Structures
The pursuit of inclusive excellence should be
supported by organizational structures that
align responsibility with authority. Most
importantly, each School or business unit
should develop its organization and policies
so that those with responsibility for diversity,
inclusion, and belonging work also have the
authority to make decisions for the constituency
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to which their work pertains (i.e., students,
staff, or faculty and academic personnel) and/
or strong and effective partnerships with those
with such authority. This may mean more
frequently asking faculty members to take
leadership roles in this space, or it may mean
developing innovative forms of staff-faculty
partnerships.There may be still other solutions.

Harvard T.H. Chan
School of Public Health
The associate dean for diversity is formally
responsible for all aspects of strategy related
to diversity, inclusion, and belonging. In
addition, the senior director of human
resources, associate dean for faculty affairs,
and associate dean for student services are
responsible for specific aspects of diversity
and inclusion strategy for staff, faculty,
and students, respectively. These latter
officials have specific compliance obliga
tions related to diversity — e.g., affirmative
action reporting, annual student diversity
reporting to the Association of Schools
and Programs of Public Health (ASPPH)
— and to meeting Title IX requirements
(some but not all of which would fall under
the category of inclusion). The associate
dean for diversity has authority over the
Office of Diversity and Inclusion (ODI),
which is a stand-alone office of the School
that serves all constituents and is respon
sible for many of the tactics that support
its strategic priorities. There are four staff

in the ODI, which has a modest operating
budget funded by the Dean’s Office. The
associate dean for diversity also works
as a collaborator to support the strategic
efforts to improve diversity and inclu
sion of the offices of Human Resources,
Faculty Affairs, and Student Services,
but has no specific authority over those
offices. Accountability has been largely
accomplished through reporting and trans
parency. ODI gathers and reports data,
including a recent climate survey, which
are disseminated and made available on its
website; a data dashboard provides tracking
data as well. The dean and associate dean
for diversity host diversity and inclusion
town halls to update the community on
policies and programs and identify new
priorities, successes, and failures. As noted,
each constituent group also has reporting
requirements to the University and outside
agencies.The School as a whole (across all
groups) is held accountable for diversity
efforts through the accreditation process,
which is currently underway with the
Council on Education in Public Health.

Radcliffe Institute
for Advanced Study

Takeaway

TOOL 4

This practice is an example of assigning
top-level leadership responsibility for
diversity, inclusion, and belonging work
to a faculty member and of constructing
strong faculty-staff partnerships to advance
diversity, inclusion, and belonging work.

Over the past several years Radcliffe has
worked proactively to ensure that all staff
with formal responsibility have the auton
omy, staff, and fiscal resources to achieve
the diversity and inclusion goals set in their
strategic plans. While the positions listed
above have formal responsibility, the dean
has repeatedly emphasized that all Radcliffe
staff members, regardless of department or
grade level, play an essential role in creating
a diverse and inclusive community.

Takeaway

This practice is about a School’s thinking
explicitly about how to align authority and
responsibility for diversity and inclusion
and belonging work.This School has devel
oped three models: incorporation of the
responsibilities in job descriptions; incor
poration of the responsibilities in strategic
plans; and cultivation of a culture in which
everyone has a personal responsibility to
advance inclusion and belonging work.

Data, Transparency,
and Dialogue
Each unit should have the institutional
research capacity, or access to it at the level of
the central University, to diagnose disparities
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in the quality of experience for each constitu
ency by demographic group. Each unit should
also have the institutional research capacity
to measure its progress toward inclusive
excellence. Finally, School- and unit-wide
community discussions about data and progress
reports in venues like town halls can help
build cultures of transparency and contribute
to iterative improvement.

Harvard T.H. Chan
School of Public Health

In 2016 the Chan School completed a
Schoolwide climate survey that examined
inclusion and belonging for all constitu
ents. The survey data were collected and
analyzed by an outside agency (the Cultur
ally Engaging Campus Environments
Project) and are available to all, and the
findings were also presented in a number
of live forums. During the last three
years, the School has included questions
on diversity and inclusion in student and
staff exit surveys and has also added these
questions to course evaluations. Exit survey
and course evaluation D&I questions are
used for quality-improvement purposes
and the results are not published — data
are fed back to faculty in aggregate and
conversations are initiated by the associate
dean for diversity/senior associate dean
for education, as needed (in the case of
concerning patterns).

Takeaway

This practice is an example of using expert
resources, wrap-around survey processes,
transparent dissemination of data, and
community forums to reflect on the data
in order to build a solid foundation of
understanding to support problem iden
tification and continuous improvement.

Harvard Kennedy
School of Government

HKS is prototyping cloud-based software
that tracks how frequently — or infre
quently — students join class discussions.
The software can produce charts that show
students’ gender and nationality, ranking
them by those who have participated least.
This system is just one tool faculty can
adopt to create a classroom environment
where more students feel welcome to chime
in and professors can level the playing
field. Nine faculty members are using this
new software in 13 classes with more than
300 students.

Takeaway

This School is developing systems to lever
age data in order to enhance the classroom
experience and teaching and learning.
The system helps faculty better leverage
diversity in class discussions and ensure
that all voices are heard.
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