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Assessing Your Agency or Organization
Steps Toward Inclusive Excellence

Agency/Organization:

As you reflect on the Steps Toward Inclusive Excellence, consider each of the ONE Virginia Goals, and use the Continuum of Inclusive and Equitable Organizational
Development (on the next page) to assess the current reality of your organization, division, business, or agency. This will help you to actualize plans for achieving
inclusive excellence. According to Stages 1–6 on the continuum, where are you in terms of achieving inclusive excellence? What would it take to get to Stage 6?

What would it take to get to Stage 6?
Goal 1

Access and Success
Current Stage

WRITE 1-6 HERE
Goal 2

Climate and
Intergroup Relations
Current Stage

WRITE 1-6 HERE
Goal 3

Training
and Education

Current Stage

WRITE 1-6 HERE
Goal 4

Infrastructure
and Accountability
Current Stage

WRITE 1-6 HERE
Goal 5

Community
Engagement

Current Stage

WRITE 1-6 HERE

Major Takeaways
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Continuum of Inclusive and Equitable Organizational Development
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Adapted from Jackson, B.W. (2014). Theory and Practice of Multicultural Organizational Development. In the NTL Handbook of Organizational Development and Change: Principle, Practices, and Perspectives. Brenda B. Jones and Michael
Brazzel (Eds.), pp.175-192.

