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@ RUSH UNIVERSITY

Yevewessal Diversity & Inclusion Vision

Rush University Medical Center will be a diverse and inclusive
patient care, educational, research and community service
Institution of the highest caliber.

As evidenced by:
* A commitment to diversity as a valued component of our organizational
strategy

* A dedication to achieving a workforce, faculty, and student body that is
reflective of the communities, patients and region we serve, and is
demonstrated through the behaviors of the entire organization

* A culture of excellence that fosters an environment of equality and respect
for those who work at Rush, those whom we care for, those whom we
educate, those who benefit from the scientific advances we achieve, and
those with whom we interact in our surrounding communities
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® RUSH UNIVERSITY

eveawessn= @ D & | Governance Structure

Executive Leadership
Council (ELC)

Executive Sponsor
(Peter Butler)

Diversity Leadership E __i,;-Deflne and drive the organlzatlon cultural change
Council (DLC) - necessary to achieve strategy .

University

D&l/Management
Steering Committees

. g;-Fmahze the metric and action plans for each strategy S
Strategy Owners R |mplementat|0n of each strategic driver
- ;;;-Update metncs and action plans quarterly
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® RUSH UNIVERSITY

Yaone:Nialy Diversity & Inclusion Efforts

Driving Business Results (examples)

Proactive use of diversity and inclusion leads to:

* Increased market share across diverse markets

* Increased cultural awareness to positively impact patient safety
« Maximization of all workforce talent and intellectual capital

« Greater access to scientific and technological talent

« Enhanced attraction, development and retention efforts

« Enhanced the business acumen across all employee groups

« Assurance that all employees feel attached to RUMC and are able to
contribute fully

- Enhanced team dynamics and team effectiveness
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@ RUSH UNIVERSITY

MEDICAL CENTER

OUR STRATEGY APPROACH
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Ohaeccadl A Strategy Alignment Approach

Strategy is developed “top down”and implemented “bottom up”’.

Objective — The mandate or mission. What the organization
needs and wants to fulfill. Objectives should be fairly obvious
and simple. (Words)

Goals — The specific results needed to achieve objectives.
Goals should be specific, measurable, actionable, realistic, time-
bound. (Numbers/Dates)

Strategic Drivers — How the organization will achieve its
goals. Strategies must require us to make specific
decisions or they are not strategies. (Words)

Metrics — How the organization will know that the
Metri strategies are working and thus achieving
il predetermined goals. Metrics serve as the basis for
measuring success.

: Action Plans — Specific steps to be taken for
Action Plans each strategy with deadline dates and person
responsible for execution.

Strategies for Alignment, Performance and Results©
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@ RUSH UNIVERSITY

MEDICAL CENTER Lon g -Term Goals

« The Rush University faculty and leadership will be reflective of the patients,
students and other communities they serve

« The Rush University culture will promote the values of diversity, access and
iInclusion

* Ensure the enrollment, retention and professional development of URM
students entering Rush University is at or above that of available URM college
graduates in biological science programs in the U.S.

« Achieve and maintain gender representation at Director level and above that
reflects the diversity of Rush’s patient population and talent availability

* Achieve and maintain ethnic representation at Director level and above that
reflects the diversity of Rush’s patient population and talent availability

« Establish an organization that continues to distinguish itself as being the place
for those with disabilities to work, as evidenced by the percentage of the
workforce self-identifying as disabled

Cockerham & Associates, LLC
Used with permission from Rush University Medical Center 7

#



Oiviveneesily Keys to Our Progress

- Utilized a broad cross-section of leadership to develop strategy
content

- The comprehensive D&l strategy addresses demographic,
cultural and engagement progress

- Diversity Leadership Council (DLC) provides oversight and
guarterly monitoring of metrics and action plans

- Key stakeholders have assumed accountability for implementing
the strategic drivers

- DLC provides engagement, training and recognition for strategic
driver owners

- Quarterly reviews keep the D&l strategy in focus with
scorecards and reports

- Executive leadership leads the D&l efforts and integrated D&l
performance into its compensation plan
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Irsesccal Critical Success Factors

« Senior Executive Leadership

 Link to Business Strategy

 Integration with HR and Office of Equal Opportunity
* Workplace Equities

- Employee Involvement and Engagement

» Qrganization Learning and Education

 Internal and External Communications

« Ongoing Measurement and Review
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eresasngl Sample D & | Performance Scorecard

MEDICAL CENTER

Performance Scorecard For All Strategies COMPANY Diversity Strategy
By Balanced Scorecard Perspective

| Attained Performance to Metrics || Performance to Action Likelihood of
Plans

%
Strategy Metric Owner Cost Priority Target Q1 Q2 Q3 Q4 Attained Status % Positive

Leadership

Enhance the adility of highly talented Tumover rate of diverse candaates in Director 1
reciae roes 2 Leow maceT, Empioyee 500 Medum
Into the culture and be tumover rate (8% tumover or 32% retertion)
successtul

Develop an internal pipeline of diverse Five diverse leaders conzsidersd “ready now”
EE e I | | B N |

and above roies

Develop an external pipeline of aiverse One minorty candiciate for every director-ieves 2 1
Frrrre e E N T T T B |

and above roles

Increase the hiring of extemal and Enzure that 3 minimum of € ethnic dverze p——
promoting of Internal highly taiented candames we et reaproecied ety n | SHPOYSES e i - - [ q il - -
2003, 2010 and 2011 incrementaly = !

aiverse candidates

Associates

Reinforce commitment 10 100% compietion of communication action

e SN T T B I L
communications

Engage associates with the impiementation 2500 azzociates engaged annuaily on the —

SR | SEREOE Y T B 1 I

communication and education

Provige comprehensive DAl training and 100% of the workforce receives appropriste
S | e e ee e | o BN |

competency around D&l
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{Hvieomme @ A High Performance Model for D & |

Strategy for Business Direction
*Diversity & Inclusion Assessment
*Mission
*Vision
Strategy *Strategies
*Goals
*Measures
*Actions

»

Structure for Sustainability

*Executive Leadership Council

*Diversity Leadership Council
*Employee Groups/Councils (e.g. DNG)

StrUCture *Policies, Procedures & Processes

Communications

Culture / Personality of the Organization
*Cultural Philosophy
*Shared Values

eInnovation

*Collaboration

*Accountability

CU|'[UFe *Respect

*Excellence
*Attitudes/Beliefs
*Behaviors/Leadership Style
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