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Executive Summary

This diversity, equity and inclusion (DEI) plan incorporates the views and
experiences of staff members, administrators and Board members of the
organization Datafrom the organizationalassessmentalong with the results of
the Departmentof Cultural Affairs (DCLAsurvey, has allowedthe Statenlsland
Children'sMuseum (SICM}o addressthe gapin who and where the organization
is,andwho and where it desiresto be. Throughintensivesessionsn partnership
with the StatenIsland Cultural Institution Group, SICMfurther understandsthe
importance of shared language and how to effectively communicate, to all

Diverse& EquitableLeadership- In an effort to faithfully reflect the Statenlsland
community in the staff and leadership, it is necessary that community
collaborationsbe a part of this processand an ongoingpractice Goingbeyondthe
organizationalwalls to intentionally foster and cultivate relationshipswith other
cultural institutions and groupswill allow for SICMto expandits reach into the
broader Statenlslandcommunity:

InclusiveOrganizationalCulture - Theongoingand intentional engagemenbf the

stakeholders, what is missioncritical to the 2 NHIl y A 1 Hesife@ y Q &rganizationand its employeesin the areas of performance,developmentand

outcomes Establishingbaseline definitions and a shared understanding of
diversity, equity and inclusion, with relationshipto the unique demographicsof
Staten Island, affords SICMthe opportunity to develop a plan specificto the
communityin whichit serveswhilerespectingts distinctiveinstitutional capacity

The diversity, equity and inclusion plan requires the organizationto critically
assessts current processespractices,protocolsand proceduresin the following
key areas Hiring and Recruitment, Retention and Promotion, Diverse and
Equitable Leadership, Inclusive Organizational Culture and Programming and
Outreach

Hiring & Recruitment- Theway in which SICMpresentsitself to the community
impactswho visitsas patronsand chooseghe organizationas an employer SICM
is committed to a deep examinationof policiesto ensure all componentsof the

hiring cycle reflect inclusive and equitable practicesas measuredby the way in

whichits leadershipand staff representthe diversityit values

Retention & Promotion - Inclusionis a fundamental component of employee
retention; to foster an inclusive environment SICMmust create an organization
whereby diverseindividualsare able to fully participate within the organization
Althoughcurrentstaff capacityislimited, acommitmentis beingmade to formalize
the review processto enhanceopen communicationto and from employeesand
make intentional investmentsin the staff for their personaland organizational
growth and advancement

growth positions SICMto acknowledgeand redress institutional barriers that
hinder the belonging,educationand developmentof all employees,especiallyin
the areaof cultural competence Throughreviewingand revisingcore statements
anddocumentsjmplementingmandatoryongoingtrainingsand instituting a cross
departmentalworkinggroupfor DEI{ L / eufddewill shiftandthe climateof the
organization will enhance its inclusivenessAdditionally, SICMwill revise and
enhanceBoard Y S Y 6 Sdld @nd responsibilitiesto incorporate the support of
this DElplan and its commitments Instituting mechanismgo capture employee
experienceenablesSICMto measure,assessand addressareasof improvement
while celebratingand communicatingits progress

Programming& Outreach- Asaninstitution committedto the full participationof
all its visitors, SICMmust ensurethat visitors see themselvesrepresentedin the
servicesand programsit provides As a civicallyengagedcommunitypartner, it is
missioncritical that through programmingSICMis responsiveand relevantto the
lived experiencesof different groups SICMwill purposefullyoffer programsand
exhibitsthat reflectall of the Statenlslandcommunity.



Shared Diversity,
Equity and Inclusion
Statement

Thefollowing sharedstatementservesas a foundationalguide
for the StatenlslandCulturallnstitutions D NB dzb ment
to andimplementationof our DEIplans

Staten Island Cultural Institutions Group (SICIG)values,
celebrates,and is committed to fostering diversity, equity and

inclusionin its five cultural institutions. SIClGoelievesbuilding

an inclusiveand equitable environmentis an o_n%omg,actlve
processthat requiresconstantand deliberate mindfulnessand

attention. Throughpolicies, proceduresand programs,SICIG
values and seeksthe strengths of human variety in race,

ethnicity, culture, Ianguage,rellglon, gender, gender fluidity,

sexual orientation, family structure, personal beliefs, ability,

veteran status, socioeconomic status, immigration _status,

geography and country of origin. Across communities, in

programming with staff, boardsof directors,volunteers,artists

and visitors, SICIGpersistently strives to build a culture of

diversity of voice and represéntation, authentically inclusive
spacesandequity for alll.




Diversity

All lived experiencesspecifically
those from historically
marginalized groups, in terms of,
but not limited to, race, ethnicity,
language, culture, religion, gender,
gender fluidity, sexual orientation,
family structure, personal beliefs,
age, ability, veteran status,
socioeconomic status, geography,
immigration status, and country of

origin.

Equity
Promoting systematic, fair
and just treatment that
results in impartial
opportunities and
outcomes for everyone
while eliminating barriers
that have prevented the
full participation of the
underrepresented.

Inclusion

The degree to which
diverse individuals are
able to fully participate

and feel valued,
respected, understood
and welcomed within an
organization or group; not
a natural consequence of
diversity and requires
intentionality.




Organizational
History

Augmentingclassroomearning has always been central to our

mission Prior to openingto the publicin 1976 the & a dza S dzY

without 2 | f fasitSmas then called,was solelyschootbased
Currently, every year more than 25,000 diverse students
participatein classvisits to the Museumfor focusedprograms
that useour exhibitionsto examinevariouseducationalsubjects
and another 16,000 students still benefit from schootbased
programs, usually multi-week residencies Very importanty,
students in EnglishLanguage_earnersprogramsand programs
that target studentswith disabilitiesalsobenefit from Museum
visitskeyedto their abilities.

Todaythe Statenlsland/ KA f RaNd®ay SXEBICQK)signage,
exhibit environment, programming and staff ensure that the
museumis accessibléo our tradional schootbasedprograms,
all familiesandeveryoneelseregardlessof ability or background
We striveto help createbridgesof understandingbetweenour
organizaton and our diverse audiences through our
programming Cultural bridges that we have established
celebrate play and creatvity, provide activites that nurture
family relationships foster a climateof inclusivenessgollaborate
with traditional educationalandsocialserviceorganizatonsand
buildculturallyresponsiveandcaringcommunities

Sinceits founding, SICMhas been routinely successfulwith

implementing strategies to reach beyond its walls to Staten
Island residents and serve a broad constituency The recent
sociopadlitical climate has heightened awarenessaround racial
and socialjusticeinequitiesin the cultural sector. Partyto be

responsiveo anarticlein the NYTimesn 2016that highlighted
some of these inequities, a Visitor Engagemen®Plan (VEP)was
developedwith the goalto diversifyour forward facingstaff, the

hope to better representthe demographicmakeup of Staten
Islandand the need to create more employmentopportunities
for people of color in the arts community. We also hoped to

create a diversity, equity and inclusion policy. A new staff
position was created and tasked with building nurturing
partnerships to attract a workforce of underemployed youth

from the North Shore of Staten Island While we are now
successfuln attractingand retaininga diversifiedforward facing
part time staff, we have had limited successin our efforts to

diversify our board of directors and full time staff leadership
positionsor the creationofa policy.

A VEPconsultantsurveyedthe diversified part-time staff and

found 1. an & dz&. ( K S dufture present an all-white fullime

managementstaff supervisinga diversepart time staff; and 2.

our efforts to develop deeper relationships with community
groupswere hindered by staff workloadsandlimited to inviting
targeted groups to participate in cultural performances
Leadership then began formal professional development
sessionson diversity,equity and inclusionwith other non-profit

leaders A review of institutional policies began,but once the

O 2 Yy a dZ domtrgcti édacluded we neglected to establish
strategiesto continuethe work.

In 2017, a local funder invited membersof the arts community
to participatein an & 9 E LJ- ¥uiengesand Deeper Cultural
t I NI A Oriojkcti f R & pr@Qposal was accepted and we
focused on three goals 1. staff training around DE} 2. the
creationof a diversityadvisoryboard, and 3. the d evelopmentof
adiversity,equity andinclusionplan.

With stafftraining,we are experiencing cultureshift within the

organization We havebecomemore deliberatein engagingour

diverse visitors through our programming,word choices for

exhibitlabels,and our imagery Oneparticular programpushed
SICMo be evenmore deliberatein our externalcommunication
¢ we madethe choiceto host DragQueenStorytime, a popular
performer basedprogramthat has beenhostedat the Brooklyn
/ KAt RMN&eyhaad the NY PublicLibrary SICMreceiveda
lot of negativepushbackfrom the communityand a handful of
board members With the help of our consultants,SICMwrote

anopenletter to the communityaboutwhy we chosethis topic,

how it fits into our mission,what others in the field havedone,

and what the researchsaysabout children and this topic. We
have usedthis lessonto create open letters to our community
for eachmonthlytheme since

In 2018 ¢ 2019 our staff training successfullyconcludedand we

havestrategies to addressncidencesof prejudiceandracismin

the workplace,tools to disrupt harmful discourse,methods of

justiceto redressharm, group facilitation skills to continue the

conversationwithin the organizationaround race, power and

privilege,and processedo implementinitiatives through shared
decisionmaking Our DEladvisoryboard has been established
and regularly adviseson various DEltopics and the plan has,
thankfully,beenwritten.



Vision Statement

{GrGaSy LatfFryR / KAftRNSByQa adzaSdzy o{L/a0v Aa I @A0doNI
communities, families and young people together for quality mteractlon For nearly 45 years, SICM has worked
G2 RS@St2L) Ala NBLWzilGA2y & Fy AYyF2NX¥EE SRdzOF (A2
learners, parents and caregivers.

Our vision is for everyone, as they enter through our doors, to feel immediately welcomed and to be treated
respectfully regardless of their diverse identities including race, ethnicity, language, culture, religion, gender,
gender fluidity, sexual orientation, family structure, personal beliefs, age, ability, veteran status, socioeconomic
status, geography, immigration status, and country of origin.

As we think about what it means to be a museum for all people in the second quarter ofstloeury, SICM
envisions becoming a community activatoan organization that consistently draws the community into its
spaces. Inclusion is the institutionalizing of our DEI strategies. For example, diverse programming will no longe
0S Aaz2ftlr 4GSR FLIWSyRIF3ISaz Al oAttt oS ngasy )\yuz u
0dAf R AlGxX GKS& gAff O2YS¢ YAyRaSaG:z 4SS olyld G2 o
values while also providing support, a space and a voice for those who may not know or feel that they are
welcomed.

The Diversity, Equity and Inclusion (DEI) Strategic Plan allows SICM to see diversity through a broad lens, as
mentioned above. This lens will facilitate our work with the commungitur employees, volunteers, board of
directors, vendors and visitorsto better disrupt and dismantle social, economic and structural inequities. Our
vision is to learn and to grow with our communigyve do not want to be statig and to continually broaden our
definition of diversity, equity and inclusion.

f&ﬁl- GSy LatlryR /KAfRNBYQa adzaASdzyQa {GN)F GS3IAO0 59L t
Offer the community a place where honest, transparent and mindful communication can takecplace
want to listen.

Partner with funders, board members and vendors who are committed to creating a workspace infused wit|
culturally responsive practices.

Improve community visitation and participation through continuous, diverse, equitable and inclusive
programming to maintain the collaborative spirit needed to enrich our island.

A Have insightful and inspiring conversations around DEI in the development of our policies, processes, plan
practices, and programs.

A Be transparent with our staff and create and follow policies more equitably

A Focus our efforts on transformative systemic change

A Be held accountable and allowed to make course corrections as we take responsibility for our actions and
imperfections.

A Be honest, transparent and mindful in all of our communicati@nsritten, verbal, imagery and social
media.

A

A



The Process

In 2017, a local funder invited membersof the arts communityto partcipatein an
@ 9 E LI yARiiengedand Deeper Cultural t | NJi A O prajdcti Stagey 18land
[ KA f I%Mﬂyssd@fmproposalwasacceptedandfocusedon three goals 1.

staff raining; 2. the creation of a diversityadvisoryboard, and 3. the development
of a diversity,equityandinclusionplan. Asa resultof this funding,the staff training
has successfullyconcludedand we have strategies to addressincidences of
prejudiceandracismin the workplace,tools to disrupt harmful discoursemethods
of justice to redress harm, group facilitation skills to continue the conversation
within the organization around race, power and privilege, and processesto

implementinitiatives through shareddecisionmaking Our DEladvisoryboard has
been establishedand regularlyadviseson various DEltopicsand the planhasbeen
written.

SICMwasals oawardeda grantfrom DCLAIn 2018, thataffordedit the opportunity
to obtainconsultantservicesto further supportits efforts to developa DElplanwith

the other four membersof the Culturallnstitutions Groupon Statenlsland(SICIG)
including the Staten Island Museum, the Staten Island Children's Museum, the

Statgn Island Zoological Society,and SnugHarbor Cultural Center and Botanical
Garden

In conjunctionwith the consultants who conductedan organizationalassessment,
and with the SICIGthe SICMleadershipattended three intensive sessionsof
professionatievelopmentwith the objectives
Leadershipwill be able to position their organizationswithin the gaps of
representatioracrosshearts.
A Leadershipwill identify obstaclesand barriers to becoming more diverse,
equitableandinclusive
A Leadershipwill be able to identify strategiesand supports to developand
implementtheir DEIplan
Thetopicscoveredin theworkshopsncluded
Thebusinessasefor diversity
A WhocomprisesStatenlsland2Whoarewe?Wherearethe gaps ?
A Implicitbias differenceandprivilege
Obstaclesndbarriersto DEI
A SMARToalsandmetrics
Asaresultof our professionatlevel opmens essionghe SIClGeganthe work of the
earlystageof developingDElplans Togetherallfiveorganizations
Developeda shared anguagendstatementaroundDEI
A Assessedhe current diversity, equity and inclusion policies and practices of
eachorganizatiorto identifygaps
A Identifiedareasof focusandstrategicgoals

Following the three initial sessionswith the SICIGeadership,the { L / @DBI3
|leaders hipteam and Boardmembersconvenedwith the consultantsto further build
upontheir capacityto understandthe complexityof organizationalDElandto guide
themthroughthe proces sof the beginningstagesof organizationathange



The developmentof the diversity,equity and inclusionstrategicplan has allowed the Statenisland/ K A £ R NE
Museum (SICM)an opportunity to critically examinecurrent processesand proceduresrelating to hiring and
recruitment SICMbelievesdiversitydrawson the strengthof the variety of the humancondition, includingbut

not limited to race, ethnicity, language,culture, religion, gender, gender fluidity, sexual orientation, family
striicture ,personabeliefs,age,ability, veteranstatus,socioeconomistatus,geographyimmigrationstatus,and
country of origin. In reviewingthe past and current staff makeup, a missioncritical opportunity to shift the
dynamicof diversityandinclusionis within the areaof hiring andrecruitment While museumstaffis rich with
diverseintersectionaidentities,racialdiversitypresentsa significanopportunityfor growth,asseenin Fig1.

Throughthe examinationof policies,SICMwill alsoscreenfor andestablishinclusiveandequitablepractices The
organizationdefines equity as promoting justice, impartiality and fairnesswith procedures, processesand
distribution of resourcesby institutions or systems In an effort to foster an inclusiveenvironmentSICMmust
create an organizationwhereby diverseindividualsare able to not only fully participate, but thrive and excel
within the organization this outcomeisnot a natural consequenceof diversityand requiresintentionality. SICM
recognizesunequalstarting points and the needfor consistentengagemento addressmbalance Althoughthe

v current staff capacity is limited, the organizationis committed to reviewing all roles to incorporate
I rl n g an : responsibilitieso supportDElefforts.

. Theincludedgoalcharts(pagesl4and 15) identify a procesgo establisha baselinefor our diversityefforts to be

e C r u I I I l e n t . anorganizatiorreflective of the community. Thegoalchartfully outlinesthe areasof organizationacommitment

5 inyearsone,three andsix andidentifieswho is accountable Foreachgoal there are specificmetricsby which

.progresswill be tracked Ultimatelyestablishingandformalizinghiring practiceswill yield a more diversepool of

candidateghat will subsequentlgonvertto newhires

“Fig. 1
Asian Black Latinx
Staten Island 8% 10% 18%
SICM <3% 9.2% 10.5%

1United States Census Bureau, 2038yIUDataArts 2018



Retention

and
Promotion

P

Introducing inclusivepracticesand strategiesin the hiring and recruitment
processallows organizationsto not only attract a more diverse pool of
candidates which leadsto greater representationaldiversity amongstaff, it
alsoallowsfor greaterretention andpromotionof the same

Given Staten Island / K A f RWN@&eyh)X8ICM)organizationallimitations,
whether advancemenis internal or external of the organization,it commits
to formalizingskill building for all employeesto enhancetheir professional
development Supportingmanagersand other leadersin creating regular
opportunitiesto hear from staff on issuesof accessworkplaceclimate, and
diversity, equity and inclusionwill reinforce staff retention. In the event an
employee leaves the organization, formalizing the separation process to
include exit interviews will validate the voicesof staff members,and the
valuablefeedbackwill be usedto addresschallenge®r enhanceprocesses

Retentionis alsosupportedby investingin the developmentof employees
throughrelationshipbuilding Gainingaccesdo the professionahetworks of
our Directorand Boardmembersin the cultural sector,and assistingstaff in
developing connections,also gives them accessand communicatestheir

‘valueto the organization

Lastlyhow SICMcommunicatesvhatit is doingand who is doingthis work is
an invaluablepart of this processand necessaryor the inclusiveclimateand
culture of the organization SICMwill establishcommunicationchannelsthat
celebrateand update the employeesand the progresssupportingour DEI
efforts.



Diverse and

Equitable
Leadership

P

Asaculturalinstitution, the Statenlsland/ K A f RINSBuh{SECMnust
seeitselfasmorethan deliveringhistory, art, learningandentertainment
¢ it is a civicagencythat has a responsibilityto serveasa socialagent
Thisis a shift for the organization,and SICMis committed to ensuring
this changein valuesis present and executed at all levels of the
organization

Diversifyingthe Boardof Directorsis one of the most challengingtasks
the organizationwill face it is howeverthe one particularspacewhere
efforts can intentionally focus on eradicating inequity and seek to
support inclusiverepresentation The historical practice of relying on
personaland socialnetworks can no longer be the only way in which
SICMoperatesasthe levelof influenceinherentin the Boardof Directors
necessitatest to espousesupportand model the diversity, equity and
inclusion initiatives the organizationis committed to ¢ it is clearly
understoodthat the successof our endeavorswill rise and fall upon
leadership To make impactful and sustainablechangewill require a
personalizedapproachin building relationshipg e.g. attending ethnic
specificeventsfor philanthropicpurposesin target communitiesand/or
identifying and pursuing other diverse outlets. This commitment is
necessannot just at the Directorlevel but the Boardlevelaswell. The
effort to reframe board member roles and responsibilities and to
establish a seat specificallyfor a member from the community or
educationsectorwill further supportequity and inclusionamongsta key
areaofleadership



Inclusive

Organizational
Culture

P

It is StatenlIsland/ K A f RaNBySQESIO\)responsibilityto

the communityto be a welcomingspace Broadeninghis to the

staff and becominga workplaceof choiceis alsoessential The
degreeto which we integrate diversity as an institutional value
in the missionstatement, core valuesand guidingprincipleswill

greatly impact the successin establishinga more inclusive
workplace

Implementing mandatory annual DEI training will engageall
areasof the organizationin conversationsaround race, power
and privilege, and will allow for the organizationto ensurea
standardunderstandingof what diversity, equity and inclusion
is. To support continued improvement and work in this area
SICMis establishinga multifunctional, crossdepartmental DEI

- group to strategize,monitor and adviseour efforts, aswell as

prioritize the establishmenbf new partnershipswith historically
underrepresentedcommunities



Programming

& Outreach

P

In an effort to enhanceprogrammingto reflect a commitmentto
DEl efforts and increaseparticipation from the broader Staten
Island community, Statenisland/ K A f RNy GESICM)will
experimentwith new approachego programming To that end,
the organizationwill seekto create and implementan audience
development and marketing plan that includes strategies for
programming to engage underrepresented communities on
Staten Island The organization will foster, support and
encourage the creativity and innovation of the staff by
empowering them to implement change,take risks and build
broader relationships

Additionally, SICM will institute a protocol to vet programs,
initiatives and exhibitsfor diverserepresentationand to ensure
that the organizationis curatingprogramsand exhibitsthat truly
allow for visitors and staff to see, hear and experience
themselves



Hiring and Recruitment

1 Year Progress Within 3 Years Within 6 Years Staff Lead

Hiring team will complete audit of all hiring and
Identify and require training for all hiring managers ( recruitment processes to correct inequitable
inclusive processes, practices and strategies for practices and enhance diversity.
outreach, recruiting, application and interview A Willinclude diverse team members
process, e.g. applicant sourcing, screening and A Debrief hiring rounds amongst management
tracking; interview protocols. e.g. reasons forrejection

=HEREN EE] A Multifunctional, crossdepartmentalDEI

Routinely achieve diverse pool of
candidates for all positions

Management will assessaff,
community and Board
demographic data on a quarterly

t t- f Committee will review all job 75% of our applicant pool and new hires for basis to identify successes and
represen ation o requirements/postings/descriptions to eliminate most positions are from underrepresented y_ . .
. . . lusi | d areas of growth in approaching Director and
appllcant and hiring re::ulij:?:r:z;'a;gggfpgoer;z DuI;Ins?;teeS:]:rr}:t groups. proportionality. Demographic dat: Department Heads
: o : . » is shared and analyzed with staff
pOO| A Multifunctional, crossdepartmentalDEI 30% of our new hires for leadership positions ! YRl

Committee will identify and normalize evaluatic are from underrepresented groups

process of the 3 top skills candidates must

possess for each position to eliminate subjectin Communication of DEI protocols through the
A Communication of all employment opportunitie employee handbook for onboarding of new hire

will be through websites and print media outletswill be accessible to people with varying abilitie

that target diverse communities including A Revise employee handbook to reflect DEI

websites usable by people with varied abilities  strategies and commitment.

Percentage of staff members witt
diverse identities reflect the
Staten Island community as per
baseline statistics



Hiring and Recruitment Cont.

Within 3 Years Within 6 Years | Staff Lead

Actively seek external funding from diverse
sources to acquire new hires

Enhance divers
. Establish and conduct a period of online ope
representatlon of comment for all staff members on DEI plans
applicant and hirino and policies and current staff

roles/descriptions to ensure DEI efforts are
p00| supported:

A Transparent organizational culture

A Informed, committed leadership

A Shared responsibility

A Individual accountability

Establish an online Cultural Community
Organization Directory of churches,
mosques, Pride Centers etc., to be utilized
as a recruitment source for staff and
volunteers

Management has built sustainable
pipelines/outreach outlets to fill open
positions with individuals from the most

Establish relationships with public underrepresented groups

institutions of higher education within a

20 mile radius that have large populations

of underrepresented communities in their

art, art history, fine arts, museum curation

and other related programs.

A Create strong pipeline of talent for
potential hires

Director and
Percentage of staff members with diverse Department Heads
identities reflect the Staten Island

community as per baseline statistics

Increased number of positions are filled
through current community pipelines



Retention and Promotion

1 Year Progress Within 3 Years Within 6 Years

Establish annual staff evaluation and goal
setting process at all organizational levels to
include DEI section:

taken, new hires, complaints, grievances,
individuals who deserve recognition
A Includes 360feedback structure

Institute a feedback structure for exit interviews to to accomplish DEI goals such as

capture valuable employee perspective on
employment experience

. and career potential.
A Include space to reflect on power and privilege P

EStab“Sh ang Communication structure to formally recogniz

000810810 a1lerz1(5 and reporton progress and participation in DI

. . ) Institute annual training(s) to cover a variety of DE
efforts is established and accessible to all sta 9(s) y

. underrepresented groups, are

expectations {0){ members e.g. DEl s standing item on all topics prepared and eligible for promotion

: A Provide time for all employees to attend
department meeting agendasagenda format ploy

will be modified for varying abilities

as positions become available

employee retention,

development and
Begin to offer opportunities for horizontal

(1Nl lIIEIRINORBIS |ing and leadership developmere. g.

staff-lead book groups, distributive (shared,
collective) leadership models for group/meeti
facilitation, staffgenerated agendas for
meetings, guest speakers etc. roles, professional development
A At least 50% of management attends . . . opportunities, communication

. . , Offer biannual staff satisfaction survey on workpla : . .

horizontal learning sessions led by staff climate processes and interactions with
EEO/AA/ADA staff person

Implement skill building/trainings and other learnir

opportunities that establish pathways to leadershi

(internal or external advancement)

A Formalize process for leadership toconstruct
individual learning and growth plans with staff

A Management will afford equitable staff
opportunities to serve in leadership capacities

climate

Majority of staff surveyed report
satisfaction with increasing

A Capture successes, challenges, actions Establish talent management prograr

succession planning, coaching, and
mentoring to maximize performance

Staff members, specifically those fror

Regularly survey staff on workplace

opportunities to take on leadership

Staff Lead

Director and
Department Heads



Diverse and Equitable Leadership

Within 3 Years Within 6 Years Staff Lead

Revise organizationg
structure to reflect
diversity efforts

Establish a multifunctional, cross

departmental DEI group to strategize,

monitor, and advise on DEI efforts.

A Establish diverse search and screen
committee as positions become
available

Convene management at least twice a ye:
to assess progress and areas of growth in
terms of this DEI plan.

Begin to offer opportunities for horizontal
learning and leadership developmege.g.
staff-lead book groups, distributive
leadership models for facilitation, staff
generated agendas for meetings, guest
speakers etc.
A At least 50% of management attends
horizontal learning sessions led by staff

Expand current staff position to
encompass duties of EEO/AA/ADA
Officer for reporting of grievances,
concerns and accommodations

Revise and incorporate Board roles a
responsibilities to include DEI
component

Provide management and Board
members with ongoing training on
leading for equity

Leadership reviews data from staff
surveys in the interest of transparency
and goalsetting regarding DEI.

Leadership positions routinely hawve
diverse candidate pool

Establish Board seats for critical

areas of inclusioreducation and

community. Review board

responsibilities and incorporate the

need to support DEI through

commitment to recruitment,

community presence and

fundraising for DEI specific initiative  Director and Department
Heads

Percentage of diverse Board

members represent the Staten

Island community in terms of race,

ethnicity, culture, religion, gender,

gender fluidity, sexual orientation,

family structure, personal beliefs,

age, ability, veteran status,

socioeconomic status, geography

and country of origin



Inclusive Organizational Culture

Within 3 Years Within 6 Years Staff Lead

Conduct staff assessment to establis| Staff assessments consistently indicate
current perceptions of organizational employee satisfaction with organizational
DEI to establish baseline and further DEI policies and procedures that:

Review mission statement, core values ar
guiding principles to ensure all are clearly
informed by our vision of a diverse,

. . . L track progress A create strategies that address incidence
equitable and inclusionary organization . .
of prejudice and racism in the workplact
. . Tri-annually review, identify and A utilize tools to disrupt harmful discourse
Continue staff training programs to deeper . . . . ..
. . . implement 10% of actionable (nen A operationalized methods of justice to
and extend understanding of diversity, :
sonfing, wd firelvsia structural) items from Center for redress harm
_ Aq L’eadershi N - /| NBF GAGS tfl &@Qa I A developgroup facilitation skills to
To establish a Workplac P . ) . continue the conversation within the _
i how to respect diversity and build an Annual reviews of DEI policies and organization around race, power and Director and
of choice for ou inclusive workplace - > o = Department Heads
procedures indicate changes are privilege
employee S . . . aligned with mission statement, core A standardize processes to implement
Establish a multifunctional, cross . . o .
. values and guiding principles initiatives through shared decision
departmental DEI group to strategize, g

monitor, and advise on DEI efforts.
A Willinclude diverse representatives
from all staff levels

Establish and implement model for
collaborative problem solving with 20% of actionable (nosstructural) items
management and staff FTNRY /SyGdSNI F2NJ / NB
A Staff at all levels will feel valued, accessibility will be implemented

seen, heard, respected and

inspired




Programming and Outreach

Within 3 Years Within 6 Years Staff Lead

Establish protocols and implement
practice of vetting exhibits, programs
and collections through DEI advisory
council
A Include antibias audit to screen for
stereotypes and misconceptions
based orrace, ethnicity, culture,
religion, gender, gender fluidity,
sexual orientation, family structure,
personal beliefs, age, ability, vetere Visitor demographics will indicate
status, socioeconomic status, enhanced participation from the
geography and country of origin ~ broader S| community

Create and implement an audience
development/marketing plan that includes
strategies for programming to engage
underrepresented communities on Staten
Island

Offer programming that is representative
Enh W YR NBFTt SOGABS 27
nhance programmin intersectional identities ranging from race,

to reflect and gai ethnicity, culture, religion, gender, gender
fluidity, sexual orientation, family structure,

personal beliefs, age, ability, veteran statu

Director and Department
Head

participation from the
o] gor=10 (s =121 aR iY Y3l socioeconomic status, geography and

A Programming will consistently

country of origin, to attract diverse interesi .
Y g reflect broader SI community

com mumty in the museum

Research and establish methods to
collect visitor demographics to identift
usefulness in approaching DEI goals

Establish protocol for all programming to
screen for accessibility and inclusion

Continue partnership with On Your Mark t
provide a space for day habilitation servict

N R [ 1 PR [ R S [ LA P [ T

Establish community partnerships to
assist with ADA e.g. ASL interpreters







