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Equity, Inclusion & 
Diversity (EID) 

Self-to-Self Self-to-Others Self-to-System 

COLLABORATION—Create a climate 
that fosters equity, inclusion, and 
respect across a diverse workforce 
by working in collaborative 
partnership with others. 
 

• Identify and incorporate 
collaborative partnership 
behaviors in day-to-day work. 

• Seek feedback from internal (HR) 
and external stakeholders 
regarding my skillfulness at 
partnering. 

 

• Develop and sustain collaborative 
partnerships with internal and 
external stakeholders. 

• Leverage my influence to include 
(or advocate for the inclusion of) 
people with marginalized 
identities in decision-making 
spaces. 

 

• Put EID core values into use in 
collaborative partnerships across 
my organization, both in daily 
activities and strategic planning. 

• Share decision-making with 
people with marginalized 
identities in day-to-day and 
strategic work. 

ETHICS & INTEGRITY—Cultivate 
trust by acting with integrity and 
respect in all HR-related matters, 
with awareness of dominant/ 
subordinate group dynamics.  
 
 

• Behave and express myself 
honestly to ensure that my words 
and actions agree. 

• Learn how HR policies and 
procedures are often written in 
ways that preference dominant 
group. 

 

• Model honest trust-building by 
sharing information 
appropriately. 

• Make tough decisions and 
resolve conflicts equitably and 
proactively—and coach others to 
do the same.  

 

• Gather and use holistic feedback 
from myriad stakeholders at 
many levels to achieve trust, 
equity, and inclusion throughout 
my organization. 

• Serve as consultant to others in 
my organization to resolve tough 
decisions and conflicts equitably.   

 

CHANGE MANAGEMENT—Promote 
the organizational benefits of EID 
core values and practices to shift 
culture intentionally from strictly 
compliance-oriented HR to HR 
partnerships that are equitable, 
inclusive, diverse, and consultative.  
 

• Notice/reflect on the presence or 
absence of integrated EID core 
values and practices in my 
workplace—and the disparate 
impacts of their absence on 
marginalized employees.  

• Engage in professional 
development focused on creating 
equitable and inclusive 
consultative workplace culture. 

• Demonstrate internalized EID 
core values and practices by 
working proactively—alongside 
marginalized employees—to shift  
HR culture to be more equitable 
and inclusively consultative. 

• Proactively explore the impact of 
change initiatives on identity 
groups, and mitigate disparate 
impacts. 

• Lead the shift toward equitable, 
inclusive, consultative practices 
in my organization in partnership 
with marginalized employees.  

• Ensure the integration of EID 
core values and practices in day-
to-day operations and in all 
change initiatives by allocating 
time and funds for employees to 
engage in EID learning and 
practice.  

 

    



HR@UW–Madison Equity, Inclusion & Diversity Competency Criteria     Last updated March 2023 [page 2 updates in process]  
 

 

 Self-to-Self Self-to-Others Self-to-System 

PROBLEM SOLVING— Infuse EID core 
values and practices in the course of 
resolving HR problems by 
demonstrating sensitivity to multiple 
points of view, perspectives, and 
experiences.  
 
 

Demonstrate interest in and 
acceptance of people within one’s 
organization who may be different 
from oneself in aspects of identity 
(race, ethnicity, gender, sexual 
orientation, socioeconomic class, 
ability, education, religion, culture, 
and so on). Begin engaging in a 
regular practice of asking what others 
think in solving HR problems. 

Openly and proactively acknowledge 
the diversity of backgrounds, 
perspectives, and practices in one’s 
organization when solving problems 
in ways that visibly demonstrate 
commitment to equity, inclusion, and 
respect for diversity. Determine best 
course(s) of action only after 
exploring different perspectives, to 
ensure equitable solutions. 

Achieve innovation in problem 
solving by amplifying the strengths of 
diversity within one’s organization, 
and by advocating for the creation of 
inclusive spaces in which innovation 
may occur. Foster belonging in the 
pursuit of strategic initiatives by 
inviting participation in problem-
solving. Coach the next generation of 
leaders.  

EXECUTION—Lead by example: take 
initiative to learn about EID, and 
amplify EID core values and practice 
among others to inform how we get 
things done. 
 
 
 

Learn about and reflect on EID core 
values and practices, and identify 
ways to apply these in one’s day-to-
day work. Interrogate the 
assumptions that exist in habitual 
ways of getting things done. 

Engage in ongoing learning about EID 
core values/practices, partner with 
others to discern ways to apply these 
values/practices in concrete ways. 
Unlearn assumptions that underlie 
habitual ways of getting things done 
and that are inequitable or exclusive. 
Partner with others to offer 
opportunities to increase awareness 
of EID core values and practices, 
including contributing to strategic 
planning in one’s unit. 
 

Continually reinforce EID core values 
and practices within one’s 
organization as foundational to 
achieving results. Facilitate the 
interrogation and unlearning of 
assumptions that underlie habitual 
ways of getting things done and that 
are inequitable or exclusive. 
Demonstrate transparent and 
evolving application of EID values in 
day-to-day work and in strategic 
planning, including sharing personal 
stories when appropriate. 

HR FUNCTIONAL KNOWLEDGE & 
EXPERTISE—Create and foster 
equitable, inclusive relationships to 
develop, expand, and apply HR 
knowledge and expertise at UW–
Madison.  
 

Proactively learn how EID core values 
and practices can and should shape 
HR policy and processes to be 
equitable. Learn the “why” behind 
HR decisions/ actions in one’s unit, 
and consider how they do or don’t 
reflect EID values. 
 

Actively support leadership efforts to 
emphasize EID core values and 
practices as foundational in the 
creation, implementation, and 
maintenance of HR policy. 
Communicate the “why” behind HR 
decisions/actions and work to ensure 
they reflect EID values, proposing 
solutions if not. 

Lead efforts in one’s organization to 
create and sustain HR policies and 
processes with foundational EID core 
values and practices as a driver to 
ensure equitable functional HR 
practice. Foster increased 
understanding of the “why” behind 
HR decisions/actions, ensuring that 
they reflect EID values. 

 


