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ABSTRACT 
 
The Seattle Federal Executive Board (SFEB) Associates Program is a cohort-based leadership 
development program that features a year-long group project initiated and led by Associates.  
 
The project is designed to meet the following four criteria: 
 
1. Contributes to Associate leadership and learning 
2. Adds value to the federal community 
3. Adds value to the wider community 
4. Feasible within the Program’s resources 
 
The 2021 project was selected through a consensus-based decision-making process in which 
15 project proposals were evaluated by the Associates. The Associates decided to focus on 
furthering Diversity, Equity, and Inclusion (DEI) awareness and implementation efforts within the 
federal workforce. With four interactive sessions making up the October 2021 DEI event, the 
project traced a DEI arc that began with an evaluation of personal competencies and allyship 
(Session 1); an examination of systemic challenges in the DEI space (Session 2); a discussion 
of federal employee DEI groups and their fit within progress (Session 3); and a collaborative 
forum for sharing DEI improvements in federal outreach, recruitment, and hiring efforts (Session 
4). 
 
Across all sessions, the Associates gathered helpful material and resources. This toolbox 
represents the outcome of those efforts—a compendium of helpful DEI resources for federal 
employees and managers to reference and use in championing diversity, equity, and inclusion 
efforts across their agencies. 
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STATEMENT OF PURPOSE  

Why Diversity, Equity, and Inclusion?  

The federal government of the United States is an equal opportunity employer and committed to 
fostering workplaces free of harassment and discrimination. The Biden Administration has also 
demonstrated dedication to promoting diversity, equity, and inclusion in the workplace through 
Executive Order 14035. In addition to these and other legal requirements, studies have shown 
that culturally diverse teams are more creative -- but also that hiring a more diverse workforce is 
just one step in supporting equity and inclusion in the workplace. Organizations committed to 
diversity, equity, and inclusion (DEI) must also analyze and potentially re-shape their power 
structure. Specifically, diversity initiatives are typically most successful if championed, 
supported, and led by the C-Suite. At the same time, DEI must be an essential part of 
everyone’s job. The resources compiled here provide tools for individuals at all levels of federal 
agencies to interrogate their own beliefs and experiences and use that insight to support 
sustainable change in the federal workplace. 
 
 
 
 
 
 
 
 
 
 
 
 
 

We are striving to forge a union with purpose 
To compose a country committed to all cultures, colors, 
characters and conditions of man 
And so we lift our gazes not to what stands between us 
but what stands before us 
We close the divide because we know, to put our future first, 
we must first put our differences aside 
 
From “The Hill We Climb” by Amanda Gorman 

 

  

 

https://www.whitehouse.gov/briefing-room/presidential-actions/2021/06/25/executive-order-on-diversity-equity-inclusion-and-accessibility-in-the-federal-workforce/
https://hbr.org/2018/07/the-most-creative-teams-have-a-specific-type-of-cultural-diversity
https://hbr.org/2020/11/getting-serious-about-diversity-enough-already-with-the-business-case
https://hbr.org/2020/11/getting-serious-about-diversity-enough-already-with-the-business-case
https://www.forbes.com/sites/avivahwittenbergcox/2020/11/17/do-we-still-need-a-business-case-for-diversity/?sh=12a73d574262
https://www.forbes.com/sites/avivahwittenbergcox/2020/11/17/do-we-still-need-a-business-case-for-diversity/?sh=12a73d574262
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SECTION 1 FROM EMPATHY TO ACTION WITH A MINDSET OF 
PROGRESS, NOT PERFECTION 
 
DEI work requires individuals to recognize opportunities for impactful action, to adopt a mindset 
that progress is more important than perfection, and to navigate positional advantages and 
disadvantages within the context of federal employment. The Ally League (TAL) has provided 
specific language prompts to help respond to and recover from mistakes and compiled common 
definitions for terminology on the path to allyship, including links with additional information.  
 
These resources are attached as pdfs in this document. To access, click on the paperclip icon 
to the left to see attached files. 
 

• 1.0 Progress Not Perfection Presentation 
• 1.1 TAL Acknowledging Mistakes 
• 1.2 TAL Definitions  
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SECTION 2 THE LINK BETWEEN CULTURALLY COMPETENT 
INDIVIDUALS AND CULTURALLY COMPETENT INSTITUTIONS 
 
DEI work also requires the recognition of the critical link between personal cultural competence 
and collective cultural competence on an agency level. Federal workers can challenge 
themselves about their responsibility to become more inclusive individually and collectively and 
understand the historical context of systemic racism in our country and the links between 
individual actions and biases to the concept of systemic racism. For a deeper dive into these 
topics, explore the Tools for Racial Equity and Social Justice compiled by the MDH Consulting 
Group and Mosayo Solutions. 

 
The tool is attached as “2.1 Racial Equity and Social Justice Starter Kit” pdf in this document. To 
access, click on the paperclip icon to the left to see attached files. 
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SECTION 3 STARTING, SUPPORTING, AND SUSTAINING AN AGENCY 
DIVERSITY, EQUITY, AND INCLUSION GROUP 
 
DEI work at federal agencies can have many different structures, including general DEI groups, 
Employee Resource Groups, Employee Affiliation Groups, a combination, or a less defined 
arrangement. Regardless of the organization, senior managers and staff engaged in DEI work 
should consider the goal(s) of these groups, how they are structured, what they do, and how 
they manage risk of burnout -- and how senior management support and engagement impacts a 
DEI group’s success and momentum. The SFEB Associates have compiled example 
documents from a range of DEI groups across federal agencies to provide potential starting 
points for DEI Group Charters and DEI Group Action Plans & Frameworks. 
 
These resources are attached as pdfs in this document. To access, click on the paperclip icon 
to the left to see attached files.  
 
DEI Session 3 Presentation: 

● 3.0 Starting, Supporting, and Sustaining an Agency Diversity, Equity, and Inclusion 
Group Presentation 

 
DEI Group Charters:  

● 3.1 NOAA Fisheries – WCR D&I Charter 
● 3.2 NOAA Fisheries – NWFSC TIDE Charter 
● 3.3 GSA-PBS Hiring, Recruiting, Retention Sub-Team Charter (Full Version) 
● 3.4 GSA-PBS DEI Data and Analysis Sub-Team Charter  
● 3.5 GSA-PBS DEI Education Sub-Team Charter 
● 3.6 EEOC PRIDE Constitution and By-Laws 

 
DEI Group Action Plans & Frameworks:  

● 3.7 NOAA Fisheries – WCR Diversity and Inclusion Framework 
● 3.8 NOAA Fisheries NWFSC TIDE 2020 Action Plan  
● 3.9 NAVSEA ERG Toolkit 
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SECTION 4 FEDERAL OUTREACH, RECRUITING, AND HIRING IN 
ALIGNMENT WITH EXECUTIVE BRANCH PRIORITIES ON DIVERSITY, 
EQUITY, AND INCLUSION 
To improve DEI in outreach, recruiting and hiring, federal agencies must first consider how 
these practices may reflect biases towards certain groups and perpetuate professional and 
social inequities. This understanding provides a foundation for developing new, creative 
mechanisms for conducting outreach to a range of ages and audiences, sustaining relationships 
with external organizations, recruiting an appropriately broad mix of talent, and ultimately 
bringing employees in the door who reflect the people we serve. The SFEB Associates have 
compiled example documents from a range of agencies to provide potential starting points for 
supporting DEI in Hiring and Recruitment by Federal Agencies. 
 
These resources are attached as pdfs in this document. To access, click on the paperclip icon 
to the left to see attached files. 
 
DEI Session 4 Presentation: 

● 4.0 Federal Outreach, Recruiting, and Hiring in Alignment with Executive Branch 
Priorities on Diversity, Equity, and Inclusion Presentation 

 
DEI Recruitment and Outreach:  

● 4.1 PSNS & IMF DEI Strategy 
● 4.2 CIGIE Directory of Career Serving Organizations for Historically Underrepresented 

Populations in the US 
 

DEI Hiring Guidelines   
● 4.3 NMFS - Supplementary Diverse Hiring Panel Best Practices 
● 4.4 NMFS - Interview Panel Diversity 
● 4.5 NMFS - NWFSC Hiring Guidance 
● 4.6 BoP - Diversity Management and Affirmative Employment Programs 
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RESOURCES SHARED BY ATTENDEES 
 
In addition to hearing from experts, attendees of this event shared a wide range of resources to 
continue the discussions begun in these sessions. The SFEB Associates share these compiled 
suggestions as another community-sourced resource. 
 
Short Reads 

● The Three-Fifths Clause of the United States Constitution (1787) 
● Racial Restrictive Covenants in King County 
● The History of Segregation in Seattle Cemeteries 
● Failure Factories: Integration and Segregation in the Pinellas County School District 
● The Gender Unicorn 
● Dr. Rachel Levine Makes History as the Nation’s First Openly Transgender Four-Star 

Admiral 
● We Wear the Mask by Paul Laurence Dunbar 
● What are Environmental, Social, and Governance Criteria? 
● Why Don’t Governments Put Out ESG Reports? 
● Public Sector Sustainability Reporting is Still Taking Baby Steps, While in the Private 

Sector it is Striding Ahead 
● Getting Our Knees Off Black People’s Necks: An Anti-Racist Approach to Medical Care 
● How to Organize a Reverse Career Fair 
● Continuum on Becoming an Anti-Racist Multicultural Organization 

 
Books 

● A People’s History of the United States by Howard Zinn 
● Slavery by Another Name: The Re-Enslavement of Black Americans from the Civil War 

to World War II by Douglas A Blackmon 
● Invisible Man by Ralph Ellison 
● How To Be An Anti-Racist by Ibram X. Kendi 
● Caste: The Origins of Our Discontents by Isabell Wilkerson 
● The New Jim Crow: Mass Incarceration in the Age of Colorblindness by Michelle 

Alexander 
● Somersett: Or Why and How Benjamin Franklin Orchestrated the American Revolution 

by Phillip Goodrich  
● Sundown Towns by James Loewen 
● Lies my Teacher Told Me by James Loewen  
● White Rage by Carol Anderson 
● The Color of Law by Richard Rothstein 
● 35 Dumb Things Well-Intended People Say by Dr. Maura Cullen 
● Belly of the Beast: The Politics of Anti-Fatness as Anti-Blackness by Da’Shaun L. 

Harrison 
 
Podcasts 

https://www.blackpast.org/african-american-history/events-african-american-history/three-fifths-clause-united-states-constitution-1787/
https://depts.washington.edu/civilr/covenants.htm
https://www.seattletimes.com/seattle-news/washington-supreme-court-reverses-its-1960-ruling-that-allowed-seattle-cemetery-to-discriminate-against-a-black-family/
https://projects.tampabay.com/projects/2015/investigations/pinellas-failure-factories/
https://transstudent.org/gender/
https://www.cbsnews.com/news/rachel-levine-transgender-four-star-admiral/
https://www.cbsnews.com/news/rachel-levine-transgender-four-star-admiral/
https://www.poetryfoundation.org/poems/44203/we-wear-the-mask
https://www.thebalance.com/what-are-environmental-social-and-governance-esg-criteria-5112974
https://www.forbes.com/sites/shivaramrajgopal/2021/02/04/why-dont-governments-put-out-esg-reports/
https://www.forbes.com/sites/robwhiteman/2021/10/20/public-sector-sustainability-reporting-is-still-taking-baby-steps-while-in-the-private-sector-it-is-striding-ahead/
https://www.forbes.com/sites/robwhiteman/2021/10/20/public-sector-sustainability-reporting-is-still-taking-baby-steps-while-in-the-private-sector-it-is-striding-ahead/
https://www.healthaffairs.org/do/10.1377/hblog20201029.167296/full/
https://ivrs.iowa.gov/sites/default/files/documents/2018/11/howtoguidereversejobfair.pdf
https://www.seattleu.edu/media/career-engagement/files/images/Continuum-on-Becoming-an-Anti-Racist-Multicultural-Institution.pdf
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● Nice White Parents podcast from the New York Times, about the public school system 
● The 1619 Project podcast from the New York Times 
● Hear to Slay podcast with Roxane Gay and Tressie McMillan Cottom 
● Maintenance Phase podcast’s episode on Anti-Fat Bias 

 
Videos and Documentaries 

● Slavery by Another Name on PBS 
● Tulsa Race Massacre documentaries 

○ Dreamland: The Burning of Black Wall Street from CNNgo and HBO 
○ Rise Again: Tulsa and the Red Summer from National Geographic 
○ Tulsa Burning: The 1921 Race Massacre from The History Channel 
○ Tulsa: The Fire and the Forgotten from PBS 

● Brené Brown on Empathy vs Sympathy 
● A Conversation with White People on Race  
● Ask SGO: What Does Allyship Look Like in Action?  
● Systemic Racism Explained  
● Blind Spots: Challenge Assumptions  
● Blind Spots: Overcome Stereotypes  
● The Secret 
● What are Microaggressions? 

 
Actions 

● Learn about your own implicit biases by taking an Implicit Bias test 
● Support organizations, like Rainier Scholars, that help underrepresented students thrive 
● Create mentorship opportunities for people of color 
● Diversify your social and news media by seeking out different perspectives and 

minoritized voices, especially those of people of color 
● Follow Navy Region Southwest and other federal offices on social media for monthly 

diversity events to share with your agency 
● Consider how the dollars you spend reflect your values 
● Actively invite and include people of color in your social circle 

 

 

 

  

https://www.youtube.com/watch?v=KZBTYViDPlQ&ab_channel=DianaSimonPsihoterapeut
https://www.nytimes.com/video/opinion/100000003773643/a-conversation-with-white-people-on-race.html
https://www.youtube.com/watch?v=zhlVn94crs0&ab_channel=SheGeeksOut
https://www.youtube.com/watch?v=YrHIQIO_bdQ&ab_channel=act.tv
https://www.youtube.com/watch?v=BFcjfqmVah8&ab_channel=PwC
https://www.youtube.com/watch?v=6_yIevcJCPc&ab_channel=PwC
https://www.youtube.com/watch?v=8YEsh5MlwqY&ab_channel=KorneliusBascombe
https://www.youtube.com/watch?v=BJL2P0JsAS4&ab_channel=Wiley
https://implicit.harvard.edu/implicit/takeatest.html
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LOOKING FORWARD 
Individuals and individual agencies engaging in DEI work will be challenged to continue 
educating themselves and others. The Seattle Federal Executive Board’s Diversity and 
Inclusion Committee is one forum for meeting others and building community across agencies. 
The San Francisco Federal Executive Board has assembled an in-depth guide of resources on 
DEI topics and DEI in the federal government which may be helpful. Additional resources 
abound, so when an unfamiliar topic or term arises, be curious and do the research.  
 

  

https://seattle.feb.gov/diversity-and-inclusion-committee/
https://seattle.feb.gov/diversity-and-inclusion-committee/
https://linktr.ee/sffeb
https://linktr.ee/sffeb
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RESOURCE LINKS 
This interactive pdf contains several embedded links; we have included the html links to these 
resources below: 
 
Executive Order 10435 https://www.whitehouse.gov/briefing-room/presidential-

actions/2021/06/25/executive-order-on-diversity-equity-inclusion-
and-accessibility-in-the-federal-workforce/ 

The Most Creative Teams Have a 
Specific Type of Cultural Diversity  

https://hbr.org/2018/07/the-most-creative-teams-have-a-specific-
type-of-cultural-diversity 

Getting Serious About Diversity: 
Enough Already with the Business 
Case 

https://hbr.org/2020/11/getting-serious-about-diversity-enough-
already-with-the-business-case 

Do We Still Need A ‘Business 
Case’ for Diversity?  

https://www.forbes.com/sites/avivahwittenbergcox/2020/11/17/do-
we-still-need-a-business-case-for-diversity/?sh=12a73d574262 

The Three-Fifths Clause of the 
United States Constitution (1787) 

https://www.blackpast.org/african-american-history/events-
african-american-history/three-fifths-clause-united-states-
constitution-1787/ 

Racial Restrictive Covenants in 
King County 

https://depts.washington.edu/civilr/covenants.htm 

The History of Segregation in 
Seattle Cemeteries 

https://www.seattletimes.com/seattle-news/washington-supreme-
court-reverses-its-1960-ruling-that-allowed-seattle-cemetery-to-
discriminate-against-a-black-family/ 

Failure Factories: Integration and 
Segregation in the Pinellas County 
School District 

https://projects.tampabay.com/projects/2015/investigations/pinell
as-failure-factories/ 

The Gender Unicorn https://transstudent.org/gender/ 
Dr. Rachel Levine Makes History 
as the Nation’s First Openly 
Transgender Four-Star Admiral 

https://www.cbsnews.com/news/rachel-levine-transgender-four-
star-admiral/ 

We Wear the Mask by Paul 
Laurence Dunbar 

https://www.poetryfoundation.org/poems/44203/we-wear-the-
mask 

What are Environmental, Social, 
and Governance Criteria? 

https://www.thebalance.com/what-are-environmental-social-and-
governance-esg-criteria-5112974 

Why Don’t Governments Put Out 
ESG Reports? 

https://www.forbes.com/sites/shivaramrajgopal/2021/02/04/why-
dont-governments-put-out-esg-reports/ 

Getting Our Knees Off Black 
People’s Necks: An Anti-Racist 
Approach to Medical Care 

https://www.healthaffairs.org/do/10.1377/hblog20201029.167296/
full/ 

How to Organize a Reverse 
Career Fair 

https://ivrs.iowa.gov/sites/default/files/documents/2018/11/howtog
uidereversejobfair.pdf 

Continuum on Becoming an Anti-
Racist Multicultural Organization 

https://www.seattleu.edu/media/career-
engagement/files/images/Continuum-on-Becoming-an-Anti-
Racist-Multicultural-Institution.pdf 

Public Sector Sustainability 
Reporting is Still Taking Baby 
Steps, While in the Private Sector 
it is Striding Ahead 

https://www.forbes.com/sites/robwhiteman/2021/10/20/public-
sector-sustainability-reporting-is-still-taking-baby-steps-while-in-
the-private-sector-it-is-striding-ahead/?sh=6c0d2bf1311e 

Brené Brown on Empathy vs 
Sympathy 

https://www.youtube.com/watch?v=KZBTYViDPlQ&ab_channel=
DianaSimonPsihoterapeut 
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A Conversation with White People 
on Race 

https://www.nytimes.com/video/opinion/100000003773643/a-
conversation-with-white-people-on-race.html 

Ask SGO: What Does Allyship 
Look Like in Action? 

https://www.youtube.com/watch?v=zhlVn94crs0&ab_channel=Sh
eGeeksOut 

Systemic Racism Explained https://www.youtube.com/watch?v=YrHIQIO_bdQ&ab_channel=a
ct.tv 

Blind Spots: Challenge 
Assumptions 

https://www.youtube.com/watch?v=BFcjfqmVah8&ab_channel=P
wC 

Blind Spots: Overcome 
Stereotypes 

https://www.youtube.com/watch?v=6_yIevcJCPc&ab_channel=P
wC 

The Secret https://www.youtube.com/watch?v=8YEsh5MlwqY&ab_channel=
KorneliusBascombe 

What are Microaggressions? https://www.youtube.com/watch?v=BJL2P0JsAS4&ab_channel=
Wiley 

Learn about your own implicit 
biases by taking an Implicit Bias 
test  

https://implicit.harvard.edu/implicit/takeatest.html 

Seattle Federal Executive Board’s 
Diversity and Inclusion Committee 

https://seattle.feb.gov/diversity-and-inclusion-committee/ 

San Francisco’s Federal 
Executive Board’s DEI Toolkit 

https://linktr.ee/sffeb 
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Welcome to Federal Outreach, Recruiting, and 
Hiring in Alignment with Executive Branch 


Priorities on DEI


Please turn off your camera and mute your audio.


Please share what are you hoping to get from this session in the chat.


We will get started at 12:00 pm







Diversity


Breadth of differences 
within a group


Privilege


Special advantages or 
immunity granted to a 
particular person or group


2021 SFEB DEI Workshop – reciprocityconsulting.com
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Racism
A system of power that benefits white people to the detriment of People of Color


Racism = Prejudice + Power


Any prejudice is hurtful at the personal level, but when a person has structural 
and institutional power in society, their acts of prejudice have much greater 
impact.


People’s Institute for Survival and Beyond
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Structural Racism
refers to a system in which 
different institutions, policies 
and cultural norms layer 
together in ways that 
structurally reinforce racial 
group inequity.
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Common Patterns when Talking about Race and Equity


• Defensiveness


• Avoidance


• White guilt or innocence


• Colorblindness


• Maintaining comfort


• Buzz words


• Anger


• Frustration


• Fatigue


2021 SFEB DEI Workshop – reciprocityconsulting.com


River Rally Workshop Sponsored by EPA June 21-24, 2019, Cleveland, OH







Norms for Courageous Conversations about 
Race and Equity


• Stay engaged


• Speak your truth


• Be mindful of your privilege


• Experience discomfort


• Listen for understanding
and empathy


• Expect and accept 
non-closure


River Rally Workshop Sponsored by EPA June 21-24, 2019, Cleveland, OH
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Executive Order 14035
Diversity, Equity, Inclusion, and Accessibility (DEIA) in the 


Federal Workforce


Data Collection: Review existing policies and provide guidance to improve the collection of workforce 
demographic data.


Partnerships & Equitable Recruitment: Facilitate the recruitment of individuals who are members of 
underserved communities for Federal employment opportunities.


Professional Development & Advancement/Training & Learning: Issue guidance for tracking demographic data 
for professional development programs. Implement/increase DEIA training and issue related guidance and best 
practices. 







Key note presentation:
Bill Shie 


(he, him, his)


Civil Rights Director, Seattle Social 
Security Administration


DEIA in Federal 
Outreach, 


Recruiting, and 
Hiring: It takes a 


Plan


(The Perils of Autopilot)







Panelists: 
Angela Chung, Environmental Protection Agency (EPA)


George Scott, National Aeronautics and Space Administration (NASA)


Jennifer Yeaman, Full Circle Strategies LLC


Joe Plese, Federal Bureau of Prisons (BOP)







Break Out Groups – Part 1


Introduce yourselves
Choose a notetaker – Take notes in the google doc https://bit.ly/3juPvEt
You have 30 min to discuss – try to cover all 3 questions
Note any questions for the panelists


• What are your “whys” for doing this work focused on recruiting and retaining a 
more diverse workforce? 


• What questions or challenges do you face? 


• How does your agency’s origin story, history of policies and organizational culture 
influence recruitment and retention of a more diverse workforce? 


2021 SFEB DEI Workshop – reciprocityconsulting.com



https://bit.ly/3juPvEt





Norms for Courageous Conversations about 
Race and Equity


• Stay engaged


• Speak your truth


• Be mindful of your privilege


• Experience discomfort


• Listen for understanding
and empathy


• Expect and accept 
non-closure


River Rally Workshop Sponsored by EPA June 21-24, 2019, Cleveland, OH
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Break Out Groups – Part 2


Introduce yourselves
Choose a notetaker – Take notes in the google doc https://bit.ly/3juPvEt
You have 20 min to discuss – try to cover all 3 questions
Note any questions for the panelists


• Do you have any success stories to share with respect to recruiting and retaining 
a more diverse federal workforce?


• What inspired you from the examples and discussion today?


• What are areas you would like to continue exploring and working on? 


2021 SFEB DEI Workshop – reciprocityconsulting.com



https://bit.ly/3juPvEt





Norms for Courageous Conversations about 
Race and Equity


• Stay engaged


• Speak your truth


• Be mindful of your privilege


• Experience discomfort


• Listen for understanding
and empathy


• Expect and accept 
non-closure


River Rally Workshop Sponsored by EPA June 21-24, 2019, Cleveland, OH


2021 SFEB DEI Workshop – reciprocityconsulting.com







Thank you for Attending: Federal Outreach, 
Recruiting, and Hiring in Alignment with Executive 


Branch Priorities on DEI


Please complete the survey located in the chat box.
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Diverse Hiring Panels: Best Practices 


 
To support diversity, equity, and inclusion efforts, NOAA Fisheries implemented Diverse 
Hiring Panel guidance.  The following best practices assist NOAA Fisheries with achieving and 
enhancing these panels in all stages of the hiring process.   
 
Educating the hiring panel:  Educating the hiring panel on the importance of diversity is critical to 
increasing diversity within the workforce. Some recommendations for educating panelists include: 


 Ensure panelists are aware of biases that impact hiring decisions. 
(https://harver.com/blog/hiring-biases/)  


 Consider asking panelists to take an Implicit Association Test before participating on the 
panel to raise awareness about their own unconscious biases.      
(https://implicit.harvard.edu/implicit/). 


 Provide all interviewers with an overview of basic expectations for interviews.  
Communicate the importance of thoughtfully diving deeper during the interview to reach 
answers. This does not have to be formal training but can be part of the pre-interview 
panel meeting.  


 
Prior to the interview: When assembling a hiring panel, managers should meet with panelists in 
advance to discuss expectations of panelists and what the desired outcomes for the interview 
are.  This will ensure that the panelists’ inputs are valued and considered.  Some 
recommendations include: 


 Asking the panel to discuss and agree upon a set scoring system to evaluate candidates 
against. Agreeing to criteria in advance of interviewing candidates helps fairly and 
effectively evaluate candidates with different but equal experiences.   


 Meeting in advance with all panelists to solicit their input and/or feedback on interview 
questions, and the panel should decide upfront what set of skills they are ideally looking 
for in a candidate and include those in the scoring rubric if possible. 


 
Interviews:  


 Interviews should be structured for and consistent across all candidates. The goal is for 
every candidate to receive the same experience during the interview process.   


 Have a set of standard questions you are going to ask ready before the interview and use 
them consistently for each candidate.   


o Include questions that assess a candidate's views on diversity and inclusion. 
o Include non-technical questions that assess a number of key behavioral markers 


such as: Accepting Responsibility/Ownership and Accountability; Achievement-
based Performance; Creativity; Initiative; Meeting/Exceeding Expectations; 
Productivity; Research; Resilience; Results-focused; Teamwork; Leadership; etc.  



https://harver.com/blog/hiring-biases/

https://implicit.harvard.edu/implicit/
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o Include behavior-based questions, i.e., questions that ask the candidate to give 


examples of past performance and the outcomes. 
o Use open-ended questions (questions that allow the candidate to give full, 


complete responses instead of short, “yes and no” answers). There are times where 
the interviewer may need to ask closed questions that require a very short 
response, or a “yes/no” answer. Ask them, but use them sparingly. A good 
interview means the candidate talks 80 percent of the time and the interviewer 
talks 20 percent of the time.  


 Ensure that the panel is actively part of the interview process by rotating interview 
questions among the panelists as well as providing an opportunity for panelists to respond 
to candidate’s questions.   


 
Assessment:   


 Complete written feedback and scoring before discussing the candidate(s) in a team 
setting.  This allows for unbiased input and eliminates groupthink from candidate 
discussions.   


 Once feedback is complete, the panel will convene and host a roundtable discussion about 
the candidate(s). The hiring manager should play the role of facilitator so that everyone 
feels empowered to speak.   


 When completing the proposed selection memo (for Band 5) and salary memo (all Bands) 
include a description that outlines how a diverse hiring panel was achieved and if diversity-
focused interview questions were utilized during the interview (see sample questions 
above and in the resources section).  


 
Sample Diversity and Inclusion Questions: 


 Can you tell us about a time when you were an advocate for diversity and inclusion at your 
previous workplace? 


 How would you approach advocating for a more diverse and inclusive working 
environment with a colleague who downplayed its importance? 


 Please share with us what diversity, equity, and inclusion mean to you and why they're 
important. 


 In your opinion, what is the most challenging aspect of working in a diverse/or non-diverse 
environment? 


 What is your approach to understanding the perspectives of colleagues from different 
backgrounds? 


 Can you give us an example of how you facilitate a sense of inclusion, belonging, and equity 
on a daily basis among your direct reports (for supervisors) or colleagues (for non-
supervisors)? 


 How do you define diversity? How do you define equity? How do you define inclusion? 
 How have you promoted inclusivity with subordinates, peers, supervisors? 
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Sample Behavioral-Based Questions: 


 Describe some projects or ideas (not necessarily your own) that were implemented, or 
carried out successfully primarily because of your efforts.  Behavioral markers:  Accepting 
Responsibility/Ownership and Accountability; Achievement-based Performance; Creativity; 
Initiative; Meeting/Exceeding Expectations; Productivity; Research; Resilience; Results-
focused; Teamwork 


 Describe a time when you were not very satisfied or pleased with your performance. What 
did you do about it?  Behavioral Markers:  Accepting Responsibility/Ownership and 
Accountability; Analysis; Candidate’s Definition of “Success;” Learning from Mistakes; 
Professionalism; Self-Awareness; Work Environment and Work Style 


 Has there ever been an instance in your career where you had to delegate something, but 
there was no one else to take on the work? What did you do? What was the 
outcome?  Behavioral markers:  Accepting Ownership/Responsibility and Accountability; 
Delegation; Judgment; Leadership; Organizational Skills; Supervisory/Leadership 
Philosophy; Thought Process 


Resources: 
Mac’s List:  Diversity Hiring is More than a Checkbox 
The Muse: 30 Behavioral Interview Questions You Should Be Ready to Answer  
Indeed:  35 Behavioral Interview Questions to Prepare For  
Sample DI Questions 


 
 



https://www.macslist.org/for-employers/diversity-hiring-diversity-equity-and-inclusion-recruiting-strategy

https://www.themuse.com/advice/30-behavioral-interview-questions-you-should-be-ready-to-answer

https://www.indeed.com/career-advice/interviewing/most-common-behavioral-interview-questions-and-answers

https://www.cobleskill.edu/about/offices-services/human-resources/pdf/DEI_Interview_Questions.pdf
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Northwest Fisheries Science Center 
TIDE Action Plan for 2020 
 


Overview 
The newly-formed Team for Inclusion, Diversity, and Equity (TIDE) has prioritized the following 
initiatives for calendar year 2020 to increase inclusion, diversity, and equity at the NWFSC and 
progress towards the Vivid Description of the Future (VDoF). Below, we describe these projects, 
identify specific objectives, and indicate how these goals connect to the VDoF, the NWFSC’s 
Annual Guidance Memo for FY 2020, and diversity and inclusion (D&I) strategic plans at multiple 
levels of our organization. These priorities reflect the TIDE’s mission to create and strengthen a 
supportive environment that will allow the NWFSC to create science and service that is reliable, 
relevant, and credible. We will continue to refine these goals as we progress and may add projects 
as we identify additional needs. 


Initiatives 


Tools to communicate within the TIDE and with the NWFSC 
As a newly formed organization, the TIDE wants to ensure that communication is clear, effective, 
and public both within the TIDE and for the broader NWFSC community. The TIDE will develop 
tools to ensure that TIDE members can communicate with one another and are aware of events, 
initiatives, and progress. The TIDE will also use multiple communication methods to ensure that 
TIDE events and discussions are accessible to all members of the NWFSC community. 
Specifically, we will:  


● Develop a listserv for community members interested in TIDE-related topics;  
● Create a TIDE google calendar that displays NWFSC TIDE and other relevant events; 
● Establish a TIDE page on Homeport; 
● Institute a TIDE email for direct contact with the group; 
● Add a TIDE option to the Homeport’s Idea Box submission form; 
● Send monthly or bimonthly email updates to the NWFSC community; and 
● Include updates in the NWFSC Weekly. 
 


This communication and accessibility will help achieve organizational excellence by striving for a 
fair and adaptable organization. These tools will also help the NWFSC achieve Goal 2: Workplace 
Inclusion and Goal 3: Sustainability, as described in the D&I Action Plans from NOAA Fisheries, 
NOAA, and the DOC. 


 







2 


Dialogue on TIDE-related issues 
Regular, casual events can help change the culture of an organization and ensure that diversity, 
inclusion, and equity are prioritized. The TIDE developed TIDE POOLs (Picnics Of Openness and 
Learning) to provide space for the NWFSC community to learn about and discuss TIDE-related 
topics. The TIDE will host a TIDE POOL for at least 6 out of 12 months in 2020.  
 
These events will help achieve organizational excellence by encouraging the NWFSC community 
to understand and engage with issues beyond their personal experiences. This training will help 
create a fair and adaptable organization and develop excellent people. These meetings will also 
help the NWFSC achieve Goal 2: Workplace Inclusion in the D&I Action Plans from NOAA 
Fisheries, NOAA, and DOC. 


Inclusive hiring practices 
Hiring processes often reflect the structural inequities of a society and reveal the implicit bias of 
an organization. Without any ill intent, these practices can perpetuate hegemony that reflects the 
current community rather than hiring the best candidate. The TIDE will work with Center 
Leadership to identify these issues and discuss them directly, potentially including 
recommendations for standardized, general language to encourage more diverse applicants; a 
database of diverse arenas for announcements; and recommendations for active recruitment.  


 
These contributions willfurther develop organizational excellence by striving for a fair and 
adaptable organization and ensuring that we employ excellent people from diverse backgrounds. 
These resources also support Goal 1: Workforce Diversity, as outlined in the D&I Action Plans 
from NOAA Fisheries, NOAA, and DOC. 


Outreach to underrepresented groups (URG) 
The NWFSC is fortunate to have a dedicated Education Coordinator, and many members of the 
community already take advantage of outreach opportunities to share their expertise outside of 
the scientific sphere. However, many would like to be more involved, while others are interested 
in doing outreach but unaware of opportunities to do so. The TIDE is also interested in prioritizing 
outreach to URG’s and underserved communities. Specifically, the TIDE will work to support the 
Education Coordinator by helping to better publicize opportunities, identify new possibilities with 
URG’s and underserved communities, and ensure that these improvements are sustainable in 
the long term. This outreach will help ensure the next generation of scientists and federal workers 
is more reflective of the American population. The TIDE’s work will include: 


● Developing a multipurpose slidedeck for staff to use in preparing outreach presentations, 
such as: NWFSC or NOAA 101, NOAA Internship Programs for Students, Jobs at NOAA, 
and NWFSC Research Themes; 


● Creating guidelines to ensure successful outreach, especially across cultures and races; 
● Improving awareness of outreach opportunities within the NWFSC community; 
● Surveying the Center to identify staff interested in outreach to URG’s; and 
● Cultivating long term relationships with schools to ensure outreach is serving their needs. 
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These outreach experiences will provide unique leadership opportunities that will develop 
excellent people and build organizational excellence as well as allowing scientists and support 
staff to communicate and engage with the general public and build potential collaborations and 
relationships with the larger community. This work also supports Goal 1: Workforce Diversity, as 
outlined in the NOAA Fisheries, NOAA, and DOC D&I Action Plans. 


Onboarding and campus welcoming 
First impressions of the NWFSC and the community can sometimes be unfriendly and 
unwelcoming, especially to people who are not accustomed to the language of our government 
agency and the Department of Commerce. The TIDE will work to change this perception by 
ensuring that staff have the tools needed to welcome all people to the NWFSC. Specifically, the 
TIDE will work with OMI, the FWG , and SD to: 


● Develop language in onboarding procedures that clarifies why information on status, such 
as nationality, is needed on a federal government campus;  


● Suggest guidelines and talking points for use by Division representatives and other staff 
that serve as first points of contact for new federal and non-federal staff as well as visitors; 
and 


● Propose improvements to signage that meet security needs without being threatening. 
 
These changes will help the NWFSC create state-of-the-art habitats that are welcoming to all, as 
well as showing that the NWFSC values partnerships, public outreach, and education. These 
resources will also help the NWFSC achieve Goal 2: Workplace Inclusion and Goal 3: 
Sustainability in the D&I Action Plans from NOAA Fisheries, NOAA, and DOC. 


Monster Jam  
The Monster Jam seminar series is one of the NWFSC’s most outward facing venues and 
provides a concrete way to commit to diversity, inclusion, and equity. The TIDE will help ensure 
that this public event reflects the NWFSC values by working with the organizers and the 
Leadership Team to: 


● Analyze representation in previous seminar series; 
● Exploring ways to increase the diversity of speakers without creating additional burdens 


for organizers; and 
● Considering the potential for seminars or series explicitly focused on diversity, inclusion, 


and equity topics. 
 
Improving this established and valued seminar series will continue to build organizational 
excellence by developing excellent people and striving for a fair and adaptable organization, as 
well as prioritizing partnerships, public outreach, and education. This work also supports NOAA 
Goal 1: Workforce Diversity, as outlined in the NOAA Fisheries, NOAA, and DOC D&I Action 
Plans. 
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Federal associates 
The NWFSC, along with the federal government in general, continues to navigate how to support 
a workforce that includes federal employees, contractors, grantees, interns, volunteers, and any 
number of other employment categories. Current guidance from NOAA’s Acquisitions and Grants 
Office is often bureaucratic and  the degree to which members of the community can or cannot 
be involved in different initiatives, events, and discussions is not as clear as it could be. As the 
TIDE strives to improve communication at the NWFSC, we must have a clear understanding of 
the current situation and the potential for improvements. The TIDE will: 


● Create or identify a resource clearly explaining how employment status impacts the ability 
to engage with different opportunities and 


● Explore feasible ways to improve communication.  
 
Better understanding and clearly identifying contractor and grantee inclusion regulations will 
develop organizational excellence by striving for an organization that is fair and adaptable to all, 
regardless of federal status. Additionally, improving these connections will support partnerships 
by promoting effective collaboration and relationships with individuals and contracting individuals 
and organizations. These discussions and resources will also help the NWFSC achieve Goal 2: 
Workplace Inclusion and Goal 3: Sustainability in the D&I Action Plans from NOAA Fisheries, 
NOAA, and DOC. 
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HUMAN CAPITAL GUIDANCE 
 


INTERVIEW PANEL DIVERSITY 
 


 


Effective Date: July 1, 2021 


 


Issuing Office of Responsibility: Human Capital Management Office (HCMO) 


 


Purpose: 


To establish guidance for utilizing diverse panels during the hiring process. This guidance will 


provide Fisheries’ hiring officials with information to ensure hiring decisions are as inclusive as 


possible as we strive to recruit and hire a workforce that is reflective of the diversity of the U.S. 


and the communities we serve. 


 


Background: 


Hiring a diverse workforce increases an organization’s creativity, productivity, engagement, and 


retention of talented individuals. Utilizing hiring panels that include a wide range of backgrounds 


in the interviewing and/or evaluation process is a well-documented and validated practice across 


all sectors for increasing diversity in the workforce.     


 


This guidance reflects the Fisheries priority and commitment to increasing diversity, equity and 


inclusion (DEI). It creates a clear process to meet the DEI goals of diversity recruitment and 


hiring and directly supports the NOAA Action Plan (AP) for FY2021 and NOAA 2020 - 2024 


D&I Strategic Plan’s Goal 1: Workforce Diversity - Recruit and attract a diverse, highly-capable 


workforce.   


 


In support of this goal, NOAA directed Line Offices to establish and use diverse hiring panels, to 


the largest extent possible, to create an inclusive interview environment and ensure that hiring 


panels within NOAA are diverse. 


 


Responsibilities:   


Fisheries Financial Management Centers (FMC)/Office Administrator/Director, Deputy, or 


Operations Chief: Document if no interview panel is needed or possible. 


 


Fisheries FMCs/Offices: Provide data related to the number of hiring actions that included 


diverse panelists to HCMO as requested below. 


 


Fisheries Hiring Manager: Assemble interview panels that support DEI efforts. Maintain 


documentation of candidate evaluations and interview panels. Include diversity and inclusion 


focused question(s) in the interview process. Attend unconscious bias training prior to 


participating in a hiring panel or providing a hiring recommendation. 
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Guidance: 


This guidance applies to instances where the hiring manager assembles a panel to review 


and rank resumes to determine which candidates to interview and also for candidate in-


person (includes virtual and telephonic) interview panels for the following (not every hiring 


action requires a resume review or interview panel):   


 


1. Hiring federal employees;  


2. Promotion panels; and 


3. Selecting candidates for competitive training and development opportunities (e.g., 


details, Leadership Competencies Development Program (LCDP), Leadership 


Excellence, etc.)  


a. In the case of Fisheries-wide competitive training and development 


opportunities, the program office or HCMO will be responsible for assembling 


the diverse selection panel. Individual offices who assemble a panel for 


nomination to these programs will ensure that the panel composition adheres to 


this guidance. 


Note:  This guidance may not apply under the following circumstance:  


The relevant FMC/Office Administrator/Director, Deputy, or Operations Chief determines and 


documents that no interview panel is needed or possible. While Fisheries highly encourages 


(for the development of personnel and to provide hiring officials with a broad spectrum of 


input) that panels be convened for the instances listed under applicability, it is recognized that 


this is not always required or practical. All interviews should include at least one or more 


diversity and inclusion-focused questions.  


Process:  


In preparation for the interview, hiring managers must make every attempt to select 


panelists that include a cross section of senior and junior employees, managers, and/or 


executives who demonstrate support for DEI.  


 


When using a hiring panel, the hiring manager will consider the criteria below to ensure a 


diverse panel for the interview and/or evaluation of candidates to interview:  


 


Race and Ethnicity: The panel composition will include at least one individual from an 


underrepresented group. These include: American Indian or Alaska Native, Asian, Black or 


African American, Native Hawaiian or Other Pacific Islander, and of Hispanic or Latino 


ethnicity.   


 


Gender and Sexual Orientation: The panel composition will consist of members of different 


genders (male, female, and gender neutral or non-binary). The panel composition will consider 


including individuals with different sexual orientations. 


 


Disability: The panel composition will consider including individuals with disabilities.  
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External Perspective: The panel will consider individual(s) from outside the work unit in which 


the vacant position resides. Examples of outside of the work unit entities include other NMFS 


branches, divisions, FMCs, Science Centers, HQ, other NOAA Line or Staff Offices, etc.   


 


The agency recognizes that, at present, there are a limited number of employees from diverse 


populations to include as panelists within any given office or pay band, such as for a Band V 


recruitment interview. Thus, this guidance strongly recommends/encourages hiring officials to 


consider including panelists from other work units such as those identified above. 


 


Potential constraints and mitigation:  


Lack of diverse technical expertise is not an impediment for diverse panels.  Assessment of 


leadership and other non-technical skills is part of assessing the total candidate. The hiring 


official may consider including individuals from a different job series with strong leadership or 


other skills if needed to meet the guidance. As stated above, managers are encouraged to reach 


out to other offices, FMCs, Science Centers, etc. to increase the opportunities for diverse 


panelists for all hiring panels. 


 


Accountability: HCMO and the Office of Equal Employment Opportunity (EEO) and 


Diversity will provide updates to NOAA on a semiannual basis on the number of hiring 


actions where the managers followed this guidance. The data will be provided by Fisheries 


FMCs/Offices to HCMO via semiannual data requests collected by the HCMO Workforce 


Planning team.  


 


Sources for Diverse Panelists:  The hiring manager may reach out to NOAA’s Diversity and 


Inclusion Management Advisory Council (DIMAC) and the Diversity and Professional 


Advancement Working Group (DPAWG) for panel members. NOAA Employee Resource 


Groups (ERGs) may also provide a resource for panel members.  


 


Important Note: Accessing Ethnicity and Race Indicator (ERI) data in personnel systems to 


identify diverse employees is prohibited. 


 


Training: It is recommended that those participating in hiring panels or providing hiring 


recommendations take unconscious bias training (via Commerce Learning Center (CLC) or 


other offering) prior to participating in a hiring panel or providing a hiring recommendation. 


 


References: 


This guidance can be found on the Fisheries Human Capital Intranet. 


 


NOAA Diversity and Inclusion Strategic Plan (FY 2020—2024) 


 


NOAA Diversity and Inclusion Toolkit 


 


NOAA Office of Inclusion and Civil Rights site 


 


NOAA Fisheries Equal Employment Opportunity (EEO) and Diversity Program Office site 



https://www.noaa.gov/organization/inclusion-and-civil-rights/special-emphasis-programs

https://sites.google.com/a/noaa.gov/noaa-fisheries-intranet/human-capital/talent-management?pli=1

https://www.noaa.gov/sites/default/files/legacy/document/2020/Dec/NOAA%202020-2024%20Diversity%20and%20Inclusion%20Strategic%20Plan.pdf

https://sites.google.com/a/noaa.gov/noaa-diversity-inclusion/

https://www.noaa.gov/inclusion-and-civil-rights

https://sites.google.com/a/noaa.gov/noaa-fisheries-intranet/eeo?pli=1
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NOAA Fisheries Employee Work/Life and Diversity Committee 


 


NOAA Fisheries Diversity and Inclusion Plan (FY 2016 – 2021) 


 


NOAA Fisheries Diverse Hiring Panels: Best Practices 
  


Questions: 


Contact the Fisheries Human Capital Management Office: 


https://drive.google.com/file/d/1DWn1TdOboByTl1T4KOsV6aZ-aiv-ypMG/view 


 


For questions regarding DEI training, please visit the Commerce Learning Center (CLC) site, the 


NOAA Office of Inclusion and Civil Rights site, or the Fisheries EEO and Diversity Program 


Office site. 


 


For questions regarding the Diversity and Professional Advancement Working Group 


(DPAWG), contact Vankita.Brown@noaa.gov or Maria.C.Krug@noaa.gov. 


 



https://sites.google.com/a/noaa.gov/noaa-fisheries-intranet/eeo/employee-worklife-and-diversity-committee

https://drive.google.com/file/d/1mSJTiY9O5Fw1aYBAaZ3RZOYmjbGD2InW/view?pli=1

https://drive.google.com/file/d/1vXtja4QHB0b2H3XyBKHsrCh4ax738TuS/view

https://drive.google.com/file/d/1DWn1TdOboByTl1T4KOsV6aZ-aiv-ypMG/view

https://doc.csod.com/client/doc/default.aspx

https://www.noaa.gov/inclusion-and-civil-rights

https://sites.google.com/a/noaa.gov/noaa-fisheries-intranet/eeo
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To help current and aspiring allies adopt a mindset of progress over 
perfection in the fight against racism by learning to:


• Engage empathy
• Acclimate and power through discomfort
• Take meaningful action
• Recover from mistakes
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Help people shift from empathy to 
action in the fight against racismMission:


Provide Black-led resources and 
education in a supportive community
to help people progress on their 
allyship journeys


Vision:


Our Black Advisory Council comprises 
more than a dozen intersectional, 
Black community members who 
provide input and prioritization of 
content to ensure it reflects our 
community’s needs


Focus:
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There are many paths to 
anti-racism. This is only 


one.
We are Black-led.


Our goal is to prepare 
and motivate people 


toward active, 
consistent anti-racist 


action.


We lead and follow with 
empathy and 
compassion.


We celebrate progress, 
not perfection.


When we fail, we study, 
and then we try again.


We incorporate fun and 
positive reinforcement.


We encourage each 
other.
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1. To participate in the creation of a safe atmosphere for open discussion 
and meaningful learning.


2. To keep specifics of what’s discussed in this forum confidential. 
Personal stories shared here, stay here. What is learned here, leaves 
here.


3. To refrain from judgement.
4. To take space and make space. If you usually jump in first, pause for a 


moment and invite others to go first. If you tend to let others go first, 
consider speaking sooner. 


5. To ask questions. If something is unclear to you, it’s probably unclear 
to someone else.
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Allyship
When a person of privilege works in solidarity 
and partnership with a marginalized group of 
people to help take down the systems that 
challenge that group's basic rights, equal 
access, and ability to thrive in our society.


Nicole Asong Nfonoyim-Hara
Director of Diversity Programs, Mayo Clinic







EMPATHY The ability to understand and share 
the feelings of another


Oxford Languages
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Sympathy


Empathy


I’m willing to acknowledge 
that you’re experiencing 


something that affects you.


I’m willing to feel how you 
feel.


I’m sorry for your loss.


I grieve with you.
I have advice.


I’m here to listen.


I feel for you.


I feel with you.


Responds to the 
situation.


Connects with 
the person.
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View the situation 
from the other 


person’s 
perspective.


1
Suspend 


judgment.


2
Recognize the 
emotions they 


feel.


3
Communicate 


those emotions 
with sincerity.
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Allyship


When a person of privilege


works in solidarity and partnership


with a marginalized group of people 


to help take down the systems


that challenge that group's basic rights, equal
access, and ability to thrive in our society.


Nicole Asong Nfonoyim-Hara
Director of Diversity Programs, Mayo Clinic







Allyship


When my basic rights, equal access, and ability 
to thrive in our society


are challenged by systems


that relegate me to a marginalized group 


I need to work in solidarity and partnership 


with a person of privilege.
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Perfection


Progress


Results are pass/fail.


Results span a wide 
continuum.


Focuses on flaws.


Focuses on improvement.


Encourages judgment of self 
and others.


Encourages compassion for 
self and others.


Values and rewards
giving up.


Values and rewards 
perseverance.


Low odds of 
success.


High odds of 
success.
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Privilege
a special right, advantage, or 
immunity granted or available only 
to a particular person or group


Oxford Languages
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Race Gender Sexual
Orientation Religion Socioeconomic 


Status


Country of 
Origin


Native 
Language


Physical or
Mental Ability


Body Size or
Type


Positional 
Authority
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Allyship


When my basic rights, equal access, and ability 
to thrive in our society


are challenged by systems


that relegate me to a marginalized group 


I need to work in solidarity and partnership 


with a person of privilege.
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Embrace It


Don’t run away from 
feelings of discomfort. 


Instead, embrace 
whatever comes up 


and acknowledge that 
it is a natural human 


reaction.


Evaluate it


Be aware of what you 
are telling yourself / 
thinking. Notice the 


story you’re are 
telling yourself about 


the situation. Ask 
yourself: Is it true? 
How do you know?


Reframe It


Reframe the 
discomfort as a 


positive source for 
growth and get 


curious in the face of 
the unknown.


Power Through It


Call on your personal 
strengths, like 


courage, connection, 
and compassion, and 
manage unproductive 
behaviors, like being 
too controlling, too 


competitive, or 
people pleasing.


Psychology Today | How to Get Comfortable Being Uncomfortable | Bob Rosen, PhD
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Avoiding 
Discomfort


Embracing 
Discomfort


Provides short term relief.


Provides long term gains.


Procrastinates.


Progresses.
Bias toward inaction.


Bias toward action


Focuses on your needs.


Focuses on the needs of 
others.


Centers your 
experience.


Centers the 
marginalized.
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Allyship


When a person of privilege 


works in solidarity and partnership 


with a marginalized group of people 


to help take down the systems that challenge 
that group's basic rights, equal access, and 
ability to thrive in our society.


Nicole Asong Nfonoyim-Hara
Director of Diversity Programs, Mayo Clinic
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Proactive 
Allyship


Reactive 
Allyship
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Allyship 
progresses


along a 
continuum
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questions that make you uncomfortable.SEEK OUT


your privilege in ignoring racism.UNDERSTAND


yourself about race and structural racism.EDUCATE


to be vulnerable about your biases and knowledge gaps.CHOOSE


to others who think and look differently than you do.LISTEN
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• Give me more than words. Show me 
action.


• Stop disappearing
• Name your privilege out loud.
• Get to know me


• Listen to my ideas and don’t take 
credit for them.


• Speak up when you see me 
excluded or passed over.


• Compensate me fairly.
• Choose to include me.


• Initiate conversations with your 
peers


• Use your privilege to speak up for 
me at work


• Stand beside me. Stand behind me. 
But don’t stand in front of me 
anymore.


• Talk to your peers and name your 
prejudices and biases so you can 
work through them together without 
injuring me in the process.


• BELIEVE US.
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Optical 
Allyship


Meaningful 
Action


Centers the ally experience.


Centers the experience of the 
marginalized.


Motivated by 
acknowledgement.


Motivated by impact.Doesn’t go beyond the 
superficial.


Addresses what’s most 
meaningful.


Focuses on your needs.


Focuses on the needs of 
others.


Centers your 
experience.


Centers the 
marginalized.
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Engage Empathy


Take on their perspective
Suspend judgment
Recognize and 
communicate emotions


Power through 
Discomfort


Embrace, evaluate, and 
reframe discomfort, then 
leverage personal 
strengths to power 
through it


Take Action


Listen to the person 
affected to find out what 
would most effectively 
remediate the situation


Act on that information


© The Ally League 2020







Negative 
Behaviors


Positive 
Behaviors
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Centering yourself: “I can’t believe you think I’m a 
toe-stepper! I’m a good person!”


Denial that others’ experiences are different from 
your own: “I don’t mind when people step on my 
toes.”


Derailing: “Some people don’t even have toes, 
why aren’t we talking about them instead?”


Refusal to center the impacted: “All toes matter!”


Tone policing: “I’d move my foot if you’d ask me 
more nicely.”


Denial that the problem is fixable: “Toes getting 
stepped on is a fact of life. You’ll be better off 
when you accept that.”


Victim blaming: “You shouldn’t have been 
walking around people with boots!”


Withdrawing: “I thought you wanted my help, but 
I guess not. I’ll just go home.”


Negative Behaviors Positive Behaviors


Center the impacted: “Are you okay?”


Listen to their response and learn.


Apologize for the impact, even though you didn’t 
intend it: “I’m sorry!”


Stop the instance: move your foot


Stop the pattern: be careful where you step in the 
future. When it comes to oppression, we want to 
actually change the “footwear” to get rid of 
privilege and oppression (sneakers for all!), but 
metaphors can only stretch so far!
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Allyship


When a person of privilege 


works in solidarity and partnership 


with a marginalized group of people 


to help take down the systems 


that challenge that group's basic rights, equal 
access, and ability to thrive in our society.


Nicole Asong Nfonoyim-Hara
Director of Diversity Programs, Mayo Clinic







Perfection


Progress


Results are pass/fail.


Results span a wide 
continuum.


Focuses on flaws.


Focuses on improvement.


Encourages judgment of self 
and others.


Encourages compassion for 
self and others.


Values and rewards
giving up.


Values and rewards 
perseverance.


Odds of success 
are low.


Odds of success 
are high.
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View the situation 
from the other 


person’s 
perspective.


1
Suspend 


judgment.


2
Recognize the 
emotions they 


feel.


3
Communicate 


those emotions 
with sincerity.


4
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Embrace It


Don’t run away from 
feelings of discomfort. 


Instead, embrace 
whatever comes up 


and acknowledge that 
it is a natural human 


reaction.


Evaluate it


Be aware of what you 
are telling yourself / 
thinking. Notice the 


story you’re are 
telling yourself about 


the situation. Ask 
yourself: Is it true? 
How do you know?


Reframe It


Reframe the 
discomfort as a 


positive source for 
growth and get 


curious in the face of 
the unknown.


Power Through It


Call on your personal 
strengths, like 


courage, connection, 
and compassion, and 
manage unproductive 
behaviors, like being 
too controlling, too 


competitive, or 
people pleasing.


Psychology Today | How to Get Comfortable Being Uncomfortable | Bob Rosen, PhD
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questions that make you uncomfortable.SEEK OUT


your privilege in ignoring racism.UNDERSTAND


yourself about race and structural racism.EDUCATE


to be vulnerable about your biases and knowledge gaps.CHOOSE


to others who think and look differently than you do.LISTEN
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Diversity and Inclusion Subteam Charter PBS Public Buildings Service
www.gsa.gov


Date: July 23, 2020


Charter Name Data and Analysis Subteam


Subteam Lead Preston Monah


Members


Rolo Sierra,  Nazmi Ahmed, Luann Caruso, Taylor Wrice, Valerie Butler, and Loaela


Hammons


Background: Our Diversity and Inclusion Advisory Board was established to bring about awareness of
the experiences and challenges of under-represented demographic groups, including women, racially
and ethnically diverse individuals, and other vulnerable, disadvantaged populations. This awareness is
expected to lead to greater mutual understanding and acceptance, and ultimately to efforts to highlight
and address gaps in representation or inclusion.


One specific focus of our platform is to support and engage in specific initiatives or activities that are
designed to build upon, and continue to drive positive change within our organization, and workplace
culture specifically related to race and ethnicity, and provide solutions to concerns or issues related to
diversity and inclusion. We believe that this specific focus is even more critical given current hostile and
divisive state of race and ethnicity relations in the United States.


GSA identifies itself as an organization that values diversity and inclusion, and continues to strive to
continue to build a workplace culture, and implement business processes, policies (formal and informal)
that institutionalize norms of inclusion and diversity at all levels within the organization. Further, GSA
encourages it’s leadership and workforce to exhibit behaviors that model our ideal workplace and
discourage behavior that is not reflective of those values.


Oftentimes, there is a delta between the leaders/decision makers view or perception of the degree of
diversity and inclusiveness in their organization  vs. what the reality of the degree of diversity and
inclusion is. The same holds true for employees within the organization.


,
The Data and Analysis  subteam’s mission is to take an unflinching, transparent look at PBS’s current


baseline as it relates to diversity and inclusion through the lens of data analysis in order to better


understand the organization's  current state as it relates to diversity and inclusion.


Our vision is to gather and collect a complete, and comprehensive set of baseline data points from existing


data sources in order to conduct analysis in order to discover patterns or trends that identify potential gaps


in diversity and inclusion within the organization. Share those results with our program sub-teams, and


aligned partners in order to collaboratively identify new ideas, and creative measurable, solutions that


drive real/actual results in order to improve diversity and inclusion within the organization.


1
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2 Objectives and Outcomes


This charter authorizes the data and analysis subteam, oh behalf of the Diversity and Inclusion Advisory
Board to commence activities, in the pursuit of the following objectives:


Team Activities:


● Determine how to obtain anonymous, non-PII data from HR


○ Review and understand existing reports


■ HR Business Partner Report Workforce Dashboard


● Lo’s review of the HR Business Partner Report


○ Understand the frequency the reports are generated and available (i.e. rolling 12


months, etc)


○ Understand which reports and data sets align with our platform issues and can serve


as a tool to understand the current state and track and measure progress


○ Demographics, Grades/salaries, length of service, education levels etc.


■ Compare averages among demographic groups


■ Compare averages among gender groups


● Further broken down by race and ethnicity


Identify other useful  analysis and data points and compare averages among demographic


groups


○ % of New Hires


○ % of promotions


○ % based on career ladder (grade, and job series, other definitions)


○ Workforce planning: onboarding


○ % Payplan and grade


○ Supervisory status


○ Diversity trend by gender


■ Would like to get data by race and ethnicity


● Review findings with Chad, and define specific request for additional data points for analysis


● Prepare a summary of findings


○ Current status


○ Recommended Actions


● Conduct analysis to understand and compare How does GSA compare to the private sector?


● Provide baseline data and analysis to other subteams and aligned partners in order to


collaboratively identify new ideas, and creative measurable, solutions that drive real/actual


results in order to improve diversity and inclusion within the organization.


● Determine how to obtain data needed for further analysis


■ How diversity and inclusion is reflected in highly visible projects or initiatives
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■ Take a broader assessment of equality in terms of career advancement opportunities


3 Subteam Roles and Responsibilities


Subteam Lead: Guides the subteam and coordinates its high level direction and activities.


Coordinates and plans subteam activities, drafts action plans, tracks progress, and organizes and


supports subteam members. Ensures that all members have an opportunity to speak and share


their ideas and thoughts. Encourages brainstorming and energizes the subteam. Ensures that there


is a general consensus on the activities and actions the subteam chooses to pursue.


Responsible for reporting the status of subteam activities to the larger group. As needed,


advocates on behalf of the subteam to the Planning/Coordination team. Seeks specific resources


and support for the subteam as needed. Seeks additional participation to ensure the longevity of


the subteam.


Subteam members: Participate in subteam meetings based upon availability. Come with an open


mind and respect for all members. Responsible for sharing ideas, offering encouragement, listening


carefully to others, and volunteering for specific tasks or activities based upon their interests.


Responsible for following through on commitments and to notify the subteam if their availability


changes. Provides the status of their tasks, and asks for help if needed. Seeks additional


participation to ensure the longevity of the subteam.


4 Milestones, Risks, Constraints and Change Management


Milestones:
Hold first brainstorming meeting: week of July 27 or August 3rd 2020
Finalize Group Charter - August 7, 2020
Identify initial team activities - August 7, 2020
Develop subteam draft schedule - August 18, 2020he Advisory Board members determined that in order to
truly identify holistic solutions that address issues of race relations and culture, members need to explore
and assess issues from three different perspectives: personal, interpersonal, and organizational. This
charter authorizes the Diversity and Inclusion Advisory Board to commence activities, in the pursuit of the
following objectives:
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Review initial set of data provided to the subteam - HR Business Partner Report: NLT Wednesday August
5th, 2020
Align task and schedule/milestones with other sub-teams (i.e. Hiring and Training), or committee efforts
that may require data and information from the data and analysis sub-team:
Align actions with Communication subteam - September 18, 2020
Outline activities for 2021 - October 1, 2020


Risks and Constraints:


Participation/Resource Availability: Group members have full work and personal lives, and subteam
activities will need to fit within those time constraints.


Support: The subteam will need the continued and vocal support of PBS leadership in order to support
work time for subteam activities, to issue educational materials, to make some training required or
encouraged for specific groups, and to partner with groups inside and outside GSA that have collections of
educational material.


Budget: Training  courses and resources will incur a cost to make them available to PBS employees.


5 Assumptions


● Senior Leadership agrees that providing education to improve diversity and inclusiveness is vital to
PBS’ success.


● Add other
● Add other
● Add other
● The Group and subteam are long-term entities which will require sustained support.
● The subteam will reach out to other organizations and Agencies (through the appropriate channels)


to share best practices and to coordinate activities.
● Senior Leadership will meet with the Group as needed.


7 Subteam Role and Authorization


The subteam will meet regularly and will coordinate with the D&I planning  team to discuss all major issues
and strategies, as well as to provide insight and feedback to each other. Other D&I Advisory Board
members  will be kept informed of all activities and progress.


Preston Monah,
Subteam Lead


is authorized to coordinate the creation of an Education subteam, as described
in this Charter.
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D&I Planning/Coordination
Team


agrees to support, promote, provide top level cover, and shepherd the
objectives of the Education subteam toward successful results, as described in
this Charter.


8 Approval


By signing, you agree to this document as the formal Charter statement sanctioning work to begin on the project.


Signature


Name
Loaela Hammons


Title D&I Program Coordinator
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NWFSC Guidance for Hiring Managers
Final - 07/22/2021


*** To be reviewed annually in conjunction with annual review of previous year’s hiring actions ***


Hiring a new employee is one of the most important and potentially long-lasting actions you will
perform as a supervisor.  It directly impacts the overall performance and culture of the NWFSC.
Therefore, you need robust tools to prepare for the hiring action and ensure that the hiring
decision meets the Center’s vision of organizational excellence.  In addition, we want to promote
hiring of a diverse workforce as envisioned in the NOAA Diversity and Inclusion Strategic Plan
(2020-2024).  This guidance document provides you with tools and reporting requirements to help
us build an even better NWFSC community.


It is important to evaluate the hiring process at all steps to 1) identify places where we rely on
discretion, which can lead to bias, 2) develop ways to raise awareness of the biases that can
come into play at each of those steps, 3) create accountability around these discretionary spaces


Part 1: Preparing for the Hiring Action
Educating yourself on the importance of fair and equitable hiring practices is critical for creating a
robust workforce. Bias-free hiring practices are critical for increasing diversity within the
workforce.
Some prerequisite training (to be renewed annually) include:


● Reviewing NOAA hiring rules, and NMFS/NWFSC hiring guidance and best practices
● CLC training on unconscious bias


In addition, we encourage you to explore some of the following list of resources early in the hiring
process to help you learn more about the impacts of bias and become more familiar with the
demographic landscape of the Center:


a. Ensure you are aware of biases that impact hiring decisions.
(https://harver.com/blog/hiring-biases/)


b. Learn best practices for minimizing the impact of unconscious bias.
(https://www.un.org/gender/file/327)


c. Review the profile of the current employees to create an awareness of the Center’s
demographics (early 2021 version; we can ask for a new version annually from
NMFS HCMO).


Part 2:  Assembling the Selection Committee
During the interview process, an abundance of information is exchanged between the candidate
and the interviewer. A panel of two or three interviewers may be better able to document and
interpret the information. A panel also reduces the risk of biases in ratings, allows for a
diverse (e.g., race and gender) range of interviewers, and signals to the candidate that the
organization values diversity and fair treatment.


When designating members of a selection committee, you should follow these guidelines:


1. A selection committee should include three to five persons for higher graded positions
(ZA/ZP bands 4-5) and two to three for positions in lower grades (ZA/ZP bands 2-3 and all
ZS/ZT positions).  Supervisors have the potential to more strongly influence the



https://www.noaa.gov/sites/default/files/atoms/files/NOAA%202020-2024%20Diversity%20and%20Inclusion%20Strategic%20Plan_0.pdf

https://harver.com/blog/hiring-biases/

https://www.un.org/gender/file/327

https://drive.google.com/file/d/1FVnVYHiN-w-zpoblyzj_X9wODpBI8gEF/view?usp=sharing





organization, therefore justifying the added investment of time and effort in the selection
process.


2. Composition of the selection committee should adhere to the NMFS Best Practices and
Policy for Interview Panel Diversity.


3. The selection committee should be composed of the following types of employees:


Supervisory Positions Non-Supervisory Positions


Selection Committee must
include:


● Hiring Manager;
● No subordinates of the


position being filled;
● Most members who are at or


above the full performance
level of the position being
filled; and


● At least one member with
subject matter expertise who
is not a supervisor.


● Hiring Manager; and
● Most members who are at or


above the full performance
level of the position being
filled.


Hiring Manager should
make reasonable efforts
for the Selection
Committee to include the
following:


● At least one panelist from
outside NWFSC; and


● SME* with extensive
knowledge of the position, as
long as they did not
participate in the
pre-certificate review.


● At least one panelist from
outside NWFSC; and


● SME with extensive
knowledge of the position, as
long as they did not
participate in the
pre-certificate review.


* Subject Matter Expert


Part 3: Preparing for and Conducting the Interview
At first glance, unstructured interviews-- where conversation can flow freely-- appear attractive
due to their loose framework, discretionary content and conversational flow. Yet, these same
features make this type of interview very subjective, which reduces accuracy and invites legal
challenges. The following steps to prepare for the interview are consistent with guidance from the
Office of Personnel Management (OPM) for structured interviews and help bring more objectivity
to the process.


1. If all candidates cannot be interviewed in person, they must be interviewed all by
phone or all by video even if some of them are available in person.  In addition, all
candidates should be allotted equal time for the interview.


2. You should develop a list of questions that are asked to all candidates, with input from the
selection committee. It is often helpful to collaborate with the selection committee on the
interview questions. The interview questions should include questions pertinent to the
technical requirements for the position as well as broader skills and traits such as
leadership, communication, and interest in and dedication to diversity and inclusion.This
can broaden the perspectives gained in candidate interviews. Note that follow up
questions can be asked, but the hiring panel should discuss probes in advance, per OPM
guidance.  The NMFS Diverse Hiring Panels Best Practices provides examples of
interview questions.


3. To increase objectivity of the evaluation of any candidate, you should use an evaluation



https://drive.google.com/file/d/1gOmO0b30TZy7u3YQ1DoxvUKgvQ92Hz7t/view?usp=sharing

https://drive.google.com/file/d/1WVe30DX1NK7wpAsWhyqCjcuV0MinqaWm/view?usp=sharing

https://www.opm.gov/policy-data-oversight/assessment-and-selection/structured-interviews/guide/

https://www.opm.gov/policy-data-oversight/assessment-and-selection/structured-interviews/guide/

https://drive.google.com/file/d/1gOmO0b30TZy7u3YQ1DoxvUKgvQ92Hz7t/view?usp=sharing





matrix to weigh the selection committee members’ feedback on each applicant and then
score interviewed candidates.  See here for example.


4. Prior to interviews, you should make the selection committee aware of the qualities
and skills the best candidate should have and define how those qualities and skills
can be objectively evaluated, to reduce reliance on implicit bias.


5. In order to respect the preference of some applicants requesting that their identity  be
known only to individuals involved in the hiring decision (i.e. interview panel, Subject
Matter Expert (SME), etc), you should make every effort to limit access to  the names of
the applicants in Google calendar events etc..  The conference room calendars,
conference line calendars, etc. are all open and available for everyone in NWFSC to see.
Please make sure any scheduled interview events are titled  “Interview” and do not
contain candidate personal information in the title. In Google Calendar, change the
default visibility for the event to  ‘private’.


6. Leave 5-10 minutes (or approximately 10% of the interview time if the interview is not
scheduled for one hour) for questions from the applicant at the end of the interview.


Part 4: Roles and Responsibilities of the Selection Committee


1. Committee members should be available to participate fully for the duration of
interviews for every applicant.


2. Committee members should look at the same list of resources as the ones
presented in Part 1 of this document.


3. Not all of the panelists need to be SMEs.  There are other qualifications that
might make sense to be assessed in the candidate, such as leadership,
communication, etc. that do not require a SME.


Reminder: You must comply with the merit system principles and select the best-qualified
applicant for the job regardless of race, ethnicity, gender, age, color, disability, religion, sexual
orientation, or any other non-merit factor.  Within this context, you should understand that while
social identity need not be a qualification of an applicant, the experience and perspective that a
candidate brings because of their social identity can strengthen their application substantially.



https://docs.google.com/spreadsheets/d/1Q16shPwR1_ei7z7ORPzBDvUDlynbJeqgcddLvDDBjTE/edit?usp=sharing





Part 5: Data Gathering and Reporting Requirements


1. You must provide a decision memo to your Division Director (DD) that documents how the
recommendations in the NMFS Interview Panel Diversity guidance were followed.  This
memo would be signed by your DD and sent to the Pay Pool Manager alongside the pay
setting memo. This includes:


● Number of people interviewed for the position
● What was the basis for selection (can refer to criteria and selection committee


rankings)
● Band level of members of the selection committee
● Affiliation of members of the selection committee (division, program, other NOAA


office, or other external entity)
● Number of members in the selection committee
● Gender of members of the selection committee
● Number of members of the selection committee that belong to an


underrepresented minority group with respect to race and ethnicity or disability,
based on self-reporting


2. You must maintain documentation of candidate evaluations and selection committees in
your files for two years past the date of hiring (per the General Record Schedule). This
documentation should include the evaluation matrix, decision memo, and list of names of
the members of the selection committee.


3. We recognize that it may be challenging to find adequate representation for some groups
of underrepresented minorities. The NMFS Interview Panel Diversity guidance provides
some ideas for how to approach this. You should include information on the efforts to meet
the guidelines for diversity of the hiring panel if they did not meet all the requirements
listed in the guidelines.


4. The NWFSC Planning Officer will use the memos to gather data on hiring actions that can
be used to track progress over time and report to HQ information requests.


5. Division Directors must maintain documentation of decision memos from hiring managers.
6. The Pay Pool Manager will maintain records of the decision memos as well.


The following table shows the types of documents that should be kept as records and by whom.


Hiring Manager Division Director Pay Pool Manager


List of names of
selection committee


X


Populated evaluation
matrix


X


Decision Memo X X X



https://drive.google.com/file/d/1WVe30DX1NK7wpAsWhyqCjcuV0MinqaWm/view?usp=sharing

https://www.archives.gov/files/records-mgmt/grs/grs02-1.pdf

https://drive.google.com/file/d/1WVe30DX1NK7wpAsWhyqCjcuV0MinqaWm/view?usp=sharing
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ERGs are comprised of individuals who share a common purpose, 
interest, or background within a specific segment of the workforce 
population;


ERGs are an important part of the NAVSEA 
Enterprise, providing employees with 
resources to help other employees 
engage in multiple areas within the 
organization. ERGs are founded by 
the people, for the people.


ERGs promote building on opportunities that improve an employee’s 
quality of life and success in the work environment by serving as a 
support system and as a strategic partner with 
the employing agency;


WHAT ARE EMPLOYEE RESOURCE GROUPS (ERGs)?
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To support the values and goals of NAVSEA, including the commitment 
to fostering an inclusive workforce;


To encourage open forums for the exchange of ideas; 


To establish a culture that engages our talented workforce by fostering 
employee development;


To raise awareness across the Enterprise of the value of ERG members;


To create opportunities for cross-collaboration within a command and 
across the Enterprise;


To strengthen a workplace culture that maximizes inclusion and 
engagement to retain the best talent available; the more diverse and 
inclusive we are, the more innovative and competitive we become;


To support all employees by providing resources, education, and 
opportunites to build relationships in order to help navigate the 
workplace;


To provide employees a sense of belonging by connecting with others 
that share similar interests or community, i.e., Women in Trades, 
Financial Literacy, Veteran Resource Group, Deaf Affinity, etc. 


WHY START AN ERG?
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Personnel Development (Leadership) – The ERGs can help 
to support personnel development by giving employees the 
opportunity to take a leadership role.


Career Development (Skills/Training) – The ERGs can organize 
career-centered events as supported by their command.


Raising Awareness – The ERGs are a useful communication channel 
for raising awareness about important employee initiatives or 
issues. ERGs also provide education about diverse communities 
within the workforce.


Collaborative Opportunities – The ERGs create cross-collaborative 
opportunities among various groups to include SEPs, other ERGs, 
and other groups and organizations within the Enterprise.


Cultural Impact – The ERGs create a workplace culture that 
maximizes inclusion and engagement to attract and retain the best 
talent available.


GOALS OF AN ERG
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Each ERG will need to have a leader or group of leaders (co-leads) that 
is responsible for directing the creation of events and connecting the 
members with each other and with the broader organization.  The make-
up of this group can vary based on your organization’s size and your ERG’s 
size. Check with senior leadership as your reporting structure for ERGs 
may be different depending on the command.* 


Important things to consider:* 


* Used with permission of the Cincinnati USA Regional Chamber


How will you determine your leadership structure?


  This should be codified in your charter.


How will you select your leaders?


What is the time involvment in helping to orchestrate the ERG and 
related events, and what is the approval process within your command?


ERG Champion – It is important that each ERG have a senior executive 
that will help champion the group’s efforts.  Your Champion serves an 
important role in being a voice for and representative of your ERG to upper 
management.  They are in the position to advocate for your ERG and help 
remove any barriers the group could be facing. Ultimately, your goal is to 
have support from as high in the organization as you can get involvement.


Note: ERG Champions are typically not solicited by the ERG, but rather the 
command leadership. 


ERG LEADERSHIP
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ERG LEADERSHIP


Opportunities for professional development;


Exposure to the Equal Employment Opportunity (EEO), diversity, and   
inclusion programs.


Roles and responsibilities – The Lead and Co-Leads lead the ERG 
committee in planning, they work with the ERG Champion to gain 
sponsorship for ERG events, and help to coordinate with Special 
Emphasis Program Managers (SEPMs) for National Observances, as 
applicable.


Policy – It is recommended that ERGs understand command policy 
regarding time allotments for leads and members, and any other 
involvements such as SEP events that the ERG will be expected to be 
involved. To be clear, there may not be a command policy regarding time 
or financial allotment to support your ERG. In the absence of official 
policy consult your ERG Champion, senior leadership, or other ERGs.


ERG Lead and/or Co-Leads act as the primary administrators and 
advocates for the work of the ERG. They work with the ERG Champion in 
fulfilling the mission of the ERG in which they represent. This position will 
provide:


Opportunities to  influence employees in ways that help ensure a world-
class workforce that is diverse and inclusive;


Opportunities to work with and brief command leadership;
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After creating an appropriate ERG leadership structure, it is important to 
determine how you want your Champion to be involved with your ERG.*


Champions can be great enablers for ERGs:


Their network is larger and farther reaching than a typical ERG    
member’s network;


They can promote your group’s efforts and causes at a higher level;


They can benefit personally from learning from the group;


They can break down barriers that team members at lower levels may  
not be able to knock down.


Refer to the Champion Guide for further understanding about the 
Champion’s role and responsibilities.


Policy of time commitment – All ERG Leads will be subject to the time 
commitment to support the ERG as allowed by their command. The policy 
for allowable time should be discussed with the ERG Champion and 
Diversity Council or command senior leadership.


* Used with permission of the Cincinnati USA Regional Chamber


ERG Board – Can be comprised of Lead and/or Co-Leads, Secretary, and 
any other positions determined necessary by the ERG, including an ERG 
communications point of contact.


The ERG leadership should be planning events, communicating needs 
and identifying barriers to the ERG Champion and polling the community 
on initiatives the ERG would like to pursue. The ERG regular members 
typically do not have allotted time to pursue initiatives but time for 
leadership participation should be approved by the individual commands.


ERG LEADERSHIP
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Charter – There are no specific requirements for ERG charters, you can 
contact other ERGs within your command for an example or other sample 
Enterprise ERG charters can be found at:


https://wiki.navsea.navy.mil/display/ERG


How to Connect People:*


* Used with permission of the Cincinnati USA Regional Chamber


GETTING STARTED


ERG Kick-Off - Once an ERG is first formed, a kick-off is held to officially 
launch the ERG.  This provides an opportunity to welcome members,  
have leaders endorse the ERG, explain its mission, and share the vision 
for the upcoming year.  This may be an opportunity to gain insights 
from members to set the strategy for tactics for which the ERG may be 
responsible.
ERG Mailbox – At the beginning of an ERG’s formation, it is a good 
practice to create a way for members to communicate with the 
ERG leadership.  It is common for the leaders in an ERG to turn over 
frequently due to internal organizational moves, career changes, 
workload shifts, etc.  Therefore, it is recommended that an email 
inbox or physical mailbox be created in the ERG’s name that can be 
administered by the current ERG leaders.  This ensures a seamless 
transition.   
ERG Staggered Communications – A common struggle many 
organizations have is that employees often don’t seem to be aware 
of the existence of the ERGs.  Semi-regular communications will 
keep participants informed, but not overwhelmed.  Content for these 
communications could include executive insights, special interest 
stories, employee highlights, ERG spotlights, and information related to 
holidays and heritage months.*
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What are Special Emphasis Programs (SEPs) and how do they differ from 
ERGs? 


SEPs are mandated by law and regulation and, therefore, must exist at 
DoN as well as at other federal agencies. However, voluntary groups that 
have common interests with SEPs may co-exist with them under various 
names, including Employee Advisory Groups (AGs), Advisory Committees 
(ACs), and most common, ERGs. Additionally ERGs do not have to be 
correlated with a SEP in order to exist and be recognized as an ERG.  


It is important to note that, although SEPs and ERGs may share common 
objectives and overlapping efforts, the two have distinct roles. SEPs are 
required by EEO laws and regulations, and SEPMs are expected to have 
knowledge, skills, and abilities to enforce and advance EEO requirements.  
SEPMs are held accountable through performance planning and evaluation 
for meeting EEO requirements. However, when employee led groups exist 
at a command, it is important that the SEPMs interface with them.  This 
interface may take different forms (e.g., the ERG consults with and advises 
the SEPM, the SEPM enlists ERGs’ assistance on ad hoc projects, etc.).  


While ERGs are extremely valuable resources for both the organization and 
the workforce, their leaders and members are not held accountable in the 
same way as a SEPM is held accountable for the advancement of EEO, nor 
are ERG members required to demonstrate in-depth knowledge, skills, or 
abilities pertaining to EEO laws, regulations, etc.  For these reasons, ERGs 
do not take the place of SEPs, nor are ERG leaders considered SEPMs. The 
important point is that when a SEP and an ERG have overlapping goals 
and objectives, they will both be more effective when collaborating in their 
efforts. Reach out to your EEO office to get in contact with the SEPM.


A COMMON QUESTION
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WHAT IS A SEP AND HOW DOES IT DIFFER FROM AN ERG?


SEP
Driven by: EEO Laws/Regulations


SEP Manager
SEP Coordinators


SEP Leads
SEP Committee


ERG Members


ERG Lead
ERG Council/Board


ERG Champions


ERG
Driven by: Employees interests and 
needs that complement the mission


Enterprise Wide Inclusion & Engagement


Common Objectives
Overlapping Efforts


 African Americans; Native 
American/Alaska Natives; Asian 


American/Pacific Islanders; 
Hispanics; Individuals with 
Disabilities; Lesbian, Gay, 


Bisexual, and Transgender 
(LGBT); and Women. 


ERGs may intersect with a 
Special Emphasis Program but 


are not exclusive to them.  (E.g., a 
command may have a "African 


American ERG, a Women's 
Lean-In Circle, and a Working 


Parent's ERG”) 


Special Emphasis Programs include:
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Once established, ERGs need to focus on maintaining and sustaining their 
enthusiasm and membership while promoting their group’s goals.


Strategic Actions - In addition to providing enhanced work-life 
experiences and resources, ERGs should be postured to provide 
continued support to the command in accomplishing its mission.  
Therefore, ERGs are expected to develop strategies which dovetail with 
each command’s mission priorities.  This strategy could be rolled out 
over a year or several years and should be re-evaluated regularly by the 
ERG Leads and Champions. 


Developing a Campaign Plan - Each ERG is unique, and its makeup 
and geographical location may drive specific needs and objectives.  
For this reason, there is no single ideal approach for establishing a 
strategy or campaign plan.  However, developing a strategy is essential 
for ensuring the goals of the ERG are in line with the mission of the 
respective command and of the NAVSEA Enterprise. 


Establishing Objectives - Typically, an ERG is established to address a 
specific need or gap identified by a community or demographic within 
the workforce at a command. The Leads and Champions should help 
the group identify those critical issues that impact mission success and 
brainstorm an ideal outcome or goal for each.  Initially, each ERG should 
identify one or two key objectives for the group.  These objectives are 
the foundation for the activities of the group.  Periodic re-evaluation 
of the objectives should be undertaken by the ERG members per their 
charter, and especially when a change of leadership occurs (i.e., the 
Lead(s) or the Champion(s) change).


MAINTAINING AND SUSTAINING AN ERG
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Stakeholders - In every process, there are key stakeholders which may 
act as enablers or constraints to the activities of the ERG.  It’s essential 
for the ERG to consider who the key stakeholders are and include them 
in coordination of ERG events.  The stakeholders will vary depending 
on the group, but forming alliances with these individuals will create 
positive momentum towards achieving the group’s objectives. 


EEO - The EEO representative at your command can be a critical ally 
in your ERG’s efforts, especially if your ERG demographic aligns with 
one of the protected classes.  Even if your ERG does not align with a 
protected class, understanding what activities EEO may already be 
coordinating at your locale will streamline your own planning.


Command - Besides keeping the ERG Champions informed, it’s 
absolutely critical to coordinate with the local command or activity 
leadership.  Command leaders can be powerful allies who support 
ERGs in various capacities.  In particular, an ERG should align its own 
objectives with the mission priorities of the command.


SEPM - The SEPMs often work hand-in-hand with ERGs specifically 
to organize annual observance events.  However, the SEPMs may 
also provide additional resources and information that an ERG could 
utilize for planning its own activities. 


MAINTAINING AND SUSTAINING AN ERG


“Plans are nothing, planning is everything” 
- Dwight D Eisenhower
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Planning for Action - Creating an action plan or establishing a process 
to support planning is essential to the success of the group.  Action 
plans can be as formalized or basic as the group determines.  The plan 
should include analyzing objectives, developing a course (or courses) of 
action, and evaluating these actions for implementation. 


Analyzing Objectives -  Once the ERG establishes 
its objectives, the next step is to consider the 
best activities and approaches to achieve 
them. Taking the time to analyze and create 
a plan is essential. Often, the members 
who developed the overarching goals are 
not the ones working on accomplishing 
them. Boiling down the larger 
objectives into smaller goals 
provides avenues of opportunity 
for the ERG to target
actions that can 
effect change. It’s 
the old adage:


MAINTAINING AND SUSTAINING AN ERG


“HOW DO YOU EAT AN ELEPHANT? 


ONE BITE AT A TIME.” 
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Execution - The ERG will carry out the course(s) of action selected in the 
previous step.  The specific action of the ERG and its members may vary 
considerably and the ERG should assign a person or group of people to 
take the lead on the effort. Tasking can include obtaining the resources 
required and maintaining necessary communication with the ERG 
Lead(s) and Champion(s) until the action is complete.


Measuring Results - How do you know the action taken met your 
objectives?  This question is precisely why establishing metrics is 
important.  Without metrics in place, ERGs can expend a lot of energy 
and resources on activities which may have no effect on achieving their 
established objectives.  Having a metric need not be complicated, but 
should not be ignored (e.g. ERG member employee retention, ERG event 
attendance). 


MAINTAINING AND SUSTAINING AN ERG
Developing Courses of Action - A course of action is a proposed idea 
or ideas that supports achieving the group’s objectives.  The group 
should be targeting some action, or multiple actions, to address the 
objectives analyzed in the previous step.  ERG Leads and Champions 
should maximize inclusion and engagement when soliciting ideas 
and encourage all members to participate and consider bold actions.  


Evaluating Actions and Deciding Which to Implement - Next, the 
group should consider how each idea would be implemented.  It 
may be that some ideas fall short of meeting the objectives.  It may 
be that a great idea simply isn’t feasible considering the time and 
number of personnel required to execute it.  In any case, the ERG 
should establish basic criteria to equitably assess the pros and cons 
of each proposed idea and proceed only with those actions deemed 
to have the most merit. 
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Feedback - ERGs should plan in advance how to and from whom to 
collect feedback throughout the process.  Feedback allows for course 
corrections along the way or for the ERG to reevaluate its objectives 
after an activity has been completed.  Surveys are a simple and effective 
tool to collect feedback.  However, consideration on other aspects of the 
ERG such as the level of awareness of its existence and the perception 
people have about it, should be considered to ensure processes are 
effective, that objectives are met, and that the ERG is supporting the 
command’s mission priorities. Feedback is a gift!       


MAINTAINING AND SUSTAINING AN ERG


Communication - ERGs should devote a lot of time to communicating.  
Communication, both internal and external, is essential to the success 
of an ERG.  Without it, an ERG’s reach will be limited and its efforts 
to effect impactful change will be muted.  Learning to strategically 
employ communications is a force multiplier to any ERG.  The Enterprise 
ERGs Collaborative Wiki page (https://wiki.navsea.navy.mil/display/
ERG) has resources available and accessible by all NAVSEA employees, 
including recommendations for communicating and ways to connect 
with other ERGs 
across the Enterprise! 
Additionally there is a 
fusion ERG chat page 
https://chat.navsea.
navy.mil/channel/
enterprise_ergs 
that connects ERG 
members across the 
Enterprise.
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Communication Media - Multiple media channels are available 
to support internal communications.  Historically, ERGs have 
utilized email, teleconferences and face to face meetings to 
share information.  The establishment of a local ERG Wiki site 
will streamline communications and lessen the reliance on email 
distribution lists.  However, the best approach will likely depend on 
the makeup of the individual group. 


Frequency of Communication - Each group should decide on 
the drumbeat tempo of required communication.  Too frequent 
communication will inundate the audience and force them to filter 
out your message.  Too little 
communication and the 
audience will lose interest.  
Typically ERGs meet monthly 
and at least once quarterly 
with their Champion(s).  The 
optimum frequency will 
depend on the group and the 
level of activity at any given 
time.    


Internal Communications - Internal communications allow for the 
group to organize and execute its activities.  It’s important to establish a 
basic communication plan to ensure flow of information and continuity 
of operations when any ERG members are absent. 


MAINTAINING AND SUSTAINING AN ERG
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External Communications - External communications channels are 
utilized to market the group and its activities to the Command and 
community.  Through these channels, the ERG will solicit participation 
and membership, provide information, and advertise its successes.


Media - External communications will differ to some extent from 
internal media.  While the focus of internal media is to organize 
and execute within the group, the external media is focused on 
marketing to cultivate awareness of and participation in the group’s 
efforts outside of the ERG membership.  Therefore, the ERG Wiki 
space is less likely to play a role, however, other digital media such 
as Fusion and iNAVSEA may still be useful for advertising events.  
Additionally, coordinating with your local public affairs office to get 
messages added to All Hands announcements, or in order to submit 
articles in local publications can be effective external communication  
strategies.  It is the responsibility of the ERG Leads and Champions 
to ensure that rules for public release are followed and that the 
Public Affairs Office is consulted. 


MAINTAINING AND SUSTAINING AN ERG
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MAINTAINING AND SUSTAINING AN ERG
Continuity - Many ERGs struggle with sustaining their momentum.  
Due to the nature of voluntary participation, the makeup of an ERG can 
change frequently.  The workload of the members and participants will 
impact how often and to what extent they can support ERG efforts.  
As ERG members become more senior in their regular duties, the time 
they can give to support ERG activity may decrease.  ERG Leads and 
Champions also change at varying intervals, which may cause some 
disruption.  Sometimes burnout after a particularly busy period of ERG 
activity can impact performance.  In other cases, feeling detached from 
the mission or feeling the work is not valued by the Command may also 
affect a group’s momentum.  An ERG can take steps to mitigate the 
effect of these fluctuations with stable planning, open communication, 
and marketing.


Stable Planning - It should be re-emphasized that, regardless of the 
makeup of the group at any given time, having a stable, agreed upon 
planning process allows for continuity and stability in the group. 


Open Communication - Communicating internally to members and 
Champions may head off issues associated with personnel changes, 
or help address the concerns of members who feel burnt-out or 
detached from the mission.  Having honest discussions is healthy 
and necessary for the group to thrive.  In many cases, expressing 
concerns and having them be heard are enough to stave off bigger 
issues. In other cases, it’s a necessary first step.  Regardless, open 
communication is the best policy to support a thriving ERG.
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MAINTAINING AND SUSTAINING AN ERG


Marketing - Communicating externally is important to reach 
supporters among the workforce and Command leadership.  
Connecting with the workforce provides the most significant source 
of momentum by invigorating the group with fresh perspectives 
and new members.  Contact with leadership is essential to ensure 
the ERG remains aligned with the mission of the command and 
to provide the leadership with opportunities to recognize the 
ERG’s work and value to the Command.  Celebrating your wins by 
recognizing the ERG membership formally and informally provides 
a source of pride and belonging to the members and signals to the 
workforce that the work of the ERG is valued.
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Each ERG should decide on a 
process for appointing new 
ERG Leads and include it in 
their charter. Often, ERG Leads 
are nominated by the ERG 
membership, but many other 
processes can be considered. 
Note: ERG Champions are typically 
not solicited by the ERG, but rather the command leadership. 


Ensure critical documentation is up to date and made available to 
the incoming leadership. Documentation can include membership 
lists, meeting minutes,  agendas, etc.


Ensure the change in leadership is well communicated among the 
members of the ERG and to the organization at large.


Hold a handoff meeting between the departing leader and their 
successor to ensure all aspects of the ERG’s current and future 
objectives are well understood.


Succession Planning - Planning for transition and preparing 
the successor can limit the stress of leadership changes.  Seek 
replacements well in advance of the 
departure of the current leadership 
to allow for a successful transition 
period.


MAINTAINING AND SUSTAINING AN ERG
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DOCUMENTATION
ERG Charter – A Living Document: In ERG 101, charter examples were 
referenced from the ERG wiki, additionally some information regarding 
the leadership structure was suggested to be included in the charter. The 
charter is the essential document which establishes the makeup and 
purpose of the specific group.  However, it is still a good idea to re-assess 
the charter annually or bi-annually to ensure it still reflects the purpose of 
the ERG and to ensure that it is being followed.


Meeting Agendas and Minutes – Creating agendas and posting minutes 
allows for clear communication and helps keep members unable to attend 
meetings ‘in the loop’.  Good record keeping should be a priority for the 
group to show their progress and growth.  


The Campaign or Annual Plan – The ERG should create an annual 
plan document each year to assist the ERG with accountability and 
communication.  Documenting the plan allows for accurate reflection at 
the completion of the campaign to understand what was accomplished.  
Furthermore, the plan helps the ERG to consistently communicate its 
intentions to leadership and market itself to the wider organization, even if 
the ERG goes through loss of members, leads or other upheaval.
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Annual Reporting - Yearly, the ERG leads should report to the Champion on 
the achievements of the ERG and the proposed activities for the next year.  
This report should contain the following components:


A summary of the executed activities as compared to the ERG’s 
Campaign Plan.


Enterprise ERGs Collaborative Wiki Space - The Enterprise ERGs Wiki 
(https://wiki.navsea.navy.mil/display/ERG) serves as a knowledge base 
platform to share documents, lessons, wins, etc. and to connect with 
other ERG leaders across the Enterprise.


Details on events, including attendance numbers where possible 
(which could be rolled up and combine all ERGs efforts into one 
annual total).


The Enterprise ERG Wiki collects information on ERGs throughout 
the Enterprise, such as a list of current ERG leads.  Your ERG should 
update this information regularly.


A preview of the upcoming year’s Campaign or Annual Plan or 
planning process.


Details on feedback or lessons learned from the ERG membership or 
ERG Council/Board.


It’s recommended each ERG assign a member to act as the Wiki POC.


DOCUMENTATION
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SUSTAINING ENERGY AND ENTHUSIASM


Allies - ERG members typically come from a particular subgroup of an 
organization’s population.  In some cases, the ERG membership may 
only reflect a relatively small percentage of the organization.  This makes 
the success of an ERG dependent on support from allies: members of 
the organization who are not necessarily members of the ERG, but who 
support the mission and activities of the ERG.  Cultivating allies within 
an organization is just as critical as recruiting members.  Ensuring that 
ERG activities are inclusive of all personnel, not just ERG members or the 
represented groups, is essential for attracting and keeping allies.  


SUPPORTING OUR ERGs


Training - Training opportunities exist in both the DoD and private sector 
with regard to leadership and employee resource groups. Your local 
Diversity and Inclusion Office, Command University, or the Enterprise ERG 
Wiki will have information on various opportunities.


Mentoring - An important part of supporting ERGs is mentoring the ERG 
Co-Leaders and members.  This can include helping ERG members connect 
with other managers across your activity who are willing to be mentors.  
Opportunities for leadership development, both formal and informal 
mentoring, and a way to connect with others are strong incentives for ERG 
participation and engagement.  












Diversity and Inclusion Final Team Charter 
Spring 2020 Update 


 
West Coast Region Diversity and Inclusion Cross-Divisional Team  
Team Chair: Shivonne Nesbit (PRD) 
Team Vice-Chair: TBD 
Team Sponsor:  Nicolle Hill (ADRA) 


Team Members:  Dan Tonnes (ADRA), Steve Copps (OWCO), Alicia Keefe (Education & 
Outreach/CEA), Amilee Wilson (Tribal Liaison/CEA), Sarah Fesenmyer (ICBO/ECWC), Emi 
Melton (SFD), Leslie Wolff (CCO/Comms), Caroline Wilkinson (CCVO), Janine Iles 
(OMI/Hiring Official Team), Casey Ralston (NWFSC), Rosemary Kosaka (SWFSC), Hilary 
Glenn (CCVO/Comms)  
 
2020 Charter Update:  The original team charter (2017) focused on convening the team and 
finalizing the Framework and the Toolbox. This 2020 team charter defines our next phase: carry 
out the Diversity and Inclusion (D&I) Framework by evolving the Toolbox, enhance 
coordination with other cross-divisional teams, and clarify team structure and composition to 
include standing and rotating team members. 
 
Team Mission: Ensure coordination, communication, information sharing, and collaboration 


on Diversity and Inclusion efforts across WCR offices, divisions, 
cross-divisional teams, and key staff. 


 
 


Goals: The Team will help the WCR implement our Diversity and Inclusion Framework 
and facilitate coordination and information sharing across WCR offices and divisions:  


1. Promote and help the WCR implement our D&I Framework, maintain the D&I Toolbox, 
and support WCR staff in using the Toolbox.  


2. Define specifics of the adaptive process described in the WCR D&I Framework (section 
2.5). 


3.  Adapt the Framework and Toolbox based on the adaptive process, an assessment of D&I 
metrics, and regional feedback to address areas that need improvement.  


4. Coordinate and share information on outreach, recruiting strategies, and opportunities to 
promote diversity within the WCR.  


5. Facilitate activities to help WCR employees learn about, and celebrate, differences.  


 



https://drive.google.com/open?id=0BwacpETHeUulVzducTl2UnAwYXM

https://drive.google.com/open?id=14GUy1-wP9oK_oPagA2lOt8gMnIJBXSXrOINSbQYb8ug

https://sites.google.com/a/noaa.gov/nmfs-wcr-di/home





6. Support other cross-divisional teams in applying a diversity and inclusion lens to their 
work. These teams may include Mentoring, Employee Communications and Workplace 
Committee (ECWC), Hiring, In and Out Processing, and Education & Outreach, among 
others.  


 
Structure, Membership, and Operations 
 
1. Structure and Membership 
 


● The core membership of the Diversity and Inclusion team shall strive to include members 
representing each WCR Division and Area Office, including representation from the 
Tribal Liaison, the Education and Outreach Coordinator, ECWC, a supervisor, the 
Mentoring Team, WCR affiliates, the Hiring Officials Team, and representation from 
other NOAA line offices who have expressed interest, such as the NWFSC, the SWFSC, 
and the NOAA Restoration Center.  


● Team membership is open to rotation. Rotational team members are selected by their 
ARA. All WCR colleagues are qualified to be on the team. 


● Standing team members who will not rotate include the Team Sponsor, the Tribal Liaison 
and the Education and Outreach Coordinator.  


● A Chair or Vice-Chair, designated by the Associated Deputy Regional Administrator 
(ADRA) and with employee’s supervisor’s approval, will lead the Diversity and 
Inclusion team. Team Chair and Vice-Chair will rotate as appropriate with the goal of the 
Vice-Chair becoming Team Chair.  


 
2. Operations 
 
A. Acknowledgment in Staff Performance Plans 


● Diversity and Inclusion team members are strongly encouraged to work with their 
supervisor to include language in their performance plan acknowledging their 
participation on the team. 


 
B. Eligibility for Team Participation 


● Full time and part time employees, WCR affiliates (with supporting task order), 
term employees, supervisors and non-supervisors, are eligible to be on the 
Diversity and Inclusion Committee. 


 
C. Meetings 


● Meetings are held at least once a month. 
● Team members will volunteer to facilitate monthly meetings on a rotational basis. 


The monthly meeting facilitator will develop the agenda with input from 
members. The agenda will be sent out in advance of meetings. If no one 


 







volunteers to be meeting facilitator, the team lead will facilitate the meeting or 
find a facilitator among the team members. 


● A note taker will volunteer for each meeting on a rotating basis, with each team 
member sharing this responsibility. Meeting notes will be made available to all 
D&I team members via Google Drive.  


 
D. Guiding Principles 


● Solution-oriented. The team will strive to present solution(s) along with any 
issues identified. 


● Action-oriented. The team honors active participation.  
● Encourage participation. Representatives on the team should be a living example, 


educate fellow employees regarding the functions and processes of the team, and 
socialize the Framework and Toolkit. 


● Respect. All team members will be respectful of privacy and be non-judgmental 
to all parties when learning of and researching issues, presenting them, and in 
generating potential solutions. 
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Forward 
“Diversity is being invited to the party; inclusion is being asked to dance.” Verna Myers 
 


NOAA’s National Marine Fisheries Service (NOAA’s National Marine Fisheries Service (NOAA 
Fisheries) West Coast Region (WCR) is committed to recruiting and empowering a workforce that 
reflects our diverse region and embraces multiple perspectives in the pursuit of our mission and 
the public we serve. A collaborative work environment that gives voice to diverse perspectives is 
essential for living up to the mission and solving the complexities of modern stewardship and 
governance.  


This Framework is intended to be a catalyst for continued individual, collective, policy, and 
administrative evolvement. It will, in some instances, require large-scale bold actions. In many 
instances, however, there is considerable power in seemingly small-scale gestures to integrate 
diversity and inclusion into core WCR programs and our daily activities. Action at one scale is not 
dependent on another. Whereas large-scale bold action may take time to develop, we are all 
empowered now, within our existing staffing and funding levels, to improve WCR mission 
effectiveness through diversity and inclusion.      


The WCR’s Diversity and Inclusion Framework is asking each and every colleague to intentionally 
embrace this plan to advance our diversity and inclusion (D&I) efforts at all scales. To the extent 
that it is difficult or uncomfortable, you are encouraged to embrace those challenges. The WCR D&I 
Cross-Division Team (D&I Team) who drafted this Framework presents it with humility. While we 
endeavored to review the literature, consult with external experts in the D&I field, and seek input 
from the WCR workforce, our backgrounds are representative of most WCR employees in that we 
are a group of biologists, policy advisors, and administrators not necessarily well-versed in the 
academics or practical nuance of D&I. This Framework is, therefore, a guide but not a limit. You are 
encouraged to bring in your own life experience and innovative spirit to further D&I goals and 
create examples for others to follow as we evolve our approach to D&I over time.     


The West Coast Region Diversity and Inclusion Cross-Division Team 
 September 16, 2019  
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Section 1 - Introduction  
The WCR’s Diversity and Inclusion (D&I) Framework (Framework) in Section 2 identifies goals, 
objectives, and strategies that put into practice the WCR’s Regional Leadership Team’s (RLT) vision 
and core values. The Framework is aligned with both NOAA and NOAA Fisheries. A diverse and 
inclusive workplace is critical to enable a future where societies and the world’s ecosystems 
reinforce each other and are mutually resilient (NOAA 2017). The Framework provides colleagues 


with the tools to build and sustain a diverse and inclusive workforce broadly representative of the 
citizens and communities of the region to reach their greatest potential in furthering the Agencies’ 
mission. 


The WCR serves a diverse socioeconomic area with a workforce of approximately 350 federal 
employees, contractors, interns, and other affiliates in 13 offices across California, Oregon, Idaho, 
and Washington. The WCR represents NOAA Fisheries in international venues and works with 151 
tribal co-managers and partners. Therefore, a major goal of this Framework is to create a workforce 
that better reflects the diversity within the nation and the local communities we serve in order to 
develop products that better reflect the values of those communities and are more responsive to 
their needs. When we draw on the wisdom of a workforce that reflects the population we serve, we 
are better able to understand and meet the needs of our customers—the American people—and are 
ultimately better able to meet our mission. 


The benefits anticipated from the implementation of this Framework may include improvements 
in:    


1. Mission effectiveness 
2. Job satisfaction 
3. Work performance 
4. Talent pool 
5. Problem-solving and innovation 
6. Public service (Pitts 2009) 


The Framework complements the goals embedded in NOAA’s Equal Employment Opportunity 
program (EEO) but occupies a separate space with softer tactics. Whereas EEO is in part premised 
on enforcement of legal mandates to address civil rights complaints, D&I programs seek to 
influence workforce composition and culture through proactive strategies (Pitts 2006). EEO and 


Diversity is a collection of individual attributes that together help entities pursue 
organizational objectives efficiently and effectively. These include, but are not limited to, 
characteristics such as national origin, language, race, color, disability, ethnicity, gender, age, 
religion, sexual orientation, gender identity, socioeconomic status, veteran status, and family 
structure (inherent diversity). The concept also encompasses differences among people 
concerning where they are from, where they have lived, areas of expertise, and different 
thoughts and life experiences (acquired diversity). 


Inclusion is a culture that connects each colleague to the organization and encourages 
collaboration, flexibility, and fairness. Inclusion leverages diversity throughout the 
organization so that all individuals are able to participate and contribute to their full potential. 
Inclusion, for purposes of this Framework, is tied directly to diversity such that our goal is to 
foster an inclusive workplace and ensure that no one is excluded based on the characteristics of 
diversity as defined above. 
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D&I are separate but complementary approaches as we proactively work towards a diverse and 
inclusive workplace culture that, when necessary, provides legal backstops for EEO-related 
complaints (Naff et al. 2003).  


Section 2 - WCR Diversity and Inclusion Framework 
The WCR D&I Framework challenges us to improve D&I by action at all levels of the workforce. 
Through the adoption of this Framework, the WCR codifies its goals and the strategic commitments 
necessary for its fruition. An integral component of this Framework is a toolbox designed to inspire 
action. The D&I Toolbox (Toolbox), further described in Section 2.6, is maintained as an intranet 
site accessible to the entire WCR workforce.   


2.1 WCR Diversity and Inclusion Goals 


The goals of our D&I initiative are: 
1. A diverse workforce that more closely resembles the communities and nation we serve. 
2. A workplace culture where we all feel included and respected for our differences.     
3. A workplace that continually strives to improve upon our D&I efforts. 
4. An adaptive, transparent, and data-driven approach to continually improve upon our D&I 


efforts.  


2.2 Strategic Commitments for Goal 1: A Diverse Workforce that More Closely 
Resembles the Communities and Nation we Serve 
Workforce diversity is in part dependent on the internal process to attract and hire federal 
employees or contract non-federal affiliates. The diversity of the recruitment pool is in part 
dependent on the education and motivation of potential applicants. The WCR commits to 
addressing these processes as follows:   


2.2.1 Recruitment of a Diverse Workforce 


Objective Strategies 


Recruit a 
diverse 
workforce 


1. Continue to explore and use hiring strategies, such as the Pathways Internship 
Program and other special hiring authorities. 


2. Ensure announcements are broadly disseminated, accessible, and 
understandable to a diverse applicant pool. 


3. Outreach to underrepresented and underserved communities/universities 
regarding work opportunities. 


4. Provide training/mentorship to post-secondary students in applying for Federal 
positions. 


5. Scrutinize the hiring process for implicit bias and, where present, implement 
processes to remove such bias.   


6. Identify and partner with other NOAA offices/centers/regions and external entities 
to maximize and enhance diversity efforts.  
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2.2.2 Develop Outreach and Educational Partnerships 


Objective Strategies 


Cultivate a diverse 
recruitment pool 
through educational 
partnerships, 
outreach, 
internships, and 
supporting Science, 
Technology, 
Engineering, and 
Mathematics 
(STEM) programs 


1. Promote regional awareness of existing scholarship, internship, and 
fellowship programs to underrepresented and underserved communities. 


2. Encourage our WCR workforce to participate in education, outreach, 
networking, and recruitment opportunities at local K-12 schools, colleges, and 
universities, including minority-serving institutions, and tribal colleges, and 
universities. Develop education and outreach materials to support these 
efforts.  


3. Broaden recruitment practices for mentorships and internship opportunities to 
better include underserved or minority institutions. Support thesis and 
capstone projects by serving as project sponsor or participant. 


4. Provide opportunities for the public to volunteer at the WCR to gain 
knowledge and work experience. 


5. Partner with other institutions on the West Coast that have fisheries 
programs/D&I offices for internship opportunities 


2.3 Strategic Commitments for Goal 2: A Workplace Culture where all Staff Feel 
Included and Respected for their Differences 


To develop an inclusive workforce and facilitate colleague retention, the WCR is committed to 
creating a more welcoming and supportive environment that values differences and cultivates 
opportunities. The WCR commits to the following objectives and strategies:  


2.3.1 Actively Support an Inclusive Workforce  


Objective Strategies 


Create a welcoming 
and supportive 
environment for 
new and current 
colleagues 


1. Coordinate and implement best practices for onboarding and mentoring new 
employees, contractors, and interns. 


2. Support informal work gatherings for unstructured dialogue. 
3. Provide opportunities for cross-division networking (e.g., cross-division teams 


and exchange programs). 


2.3.2 Enhance Mentoring  


Objective Strategies 


Improve or cultivate 
feedback loops to 
promote inclusion 
in all directions 


1. Provide supervisor-to-employee coaching/career development best practices 
training. 


2. Provide peer-to-peer mentorship best practices training. 
3. Provide mentor/mentee toolkit to support mentoring for interns and staff. 
4. Conduct annual career development and/or coaching sessions with 


employees. 
5. Develop staff-to-supervisor feedback processes.  
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2.4 Strategic Commitments for Goal 3: A workplace that continually strives to 
improve upon our D&I efforts   


2.4.1 Incentive and Communication 


Objective Strategies 


Incentivize 
participation and 
contributions to D&I 


1. Support and expand the use of internal incentives and honorary rewards and 
recognition (e.g., Special Act, Time-off, Employee and Team Member of the 
Month) to recognize contributions to D&I. 


2. Recognize successful collaborations and contributions to D&I within the WCR. 
3. Communicate specific D&I opportunities to the workforce and potential 


partners, such as within the weekly report, ECWC presentations, web stories, 
videos, and other forums. 


4. Build aspects of D&I into funding action, such as grants, contracts, and work 
with internal and external partners.  


5. Prioritize funding projects that integrate aspects of D&I. 


2.4.2 Support Tribal Collaboration 


Objective Strategies 


Provide training and 
support for tribal 
partnerships 


1. Provide WCR training on working with Indian tribal governments and native 
communities.  


2. Partner with and support tribal natural resource departments and education 
departments/colleges/institutions to foster recruitment and training. 


3. Provide regional opportunities and experiences on tribal culture and indigenous 
arts. 


4. Attend and support cultural celebrations and ceremonies (e.g., first salmon 
ceremonies) when invited. 


2.4.3 Training for a Diverse and Inclusive Workforce 


Objective Strategies 


Workforce training 
to support and 
promote D&I goals 


1. Expand WCR opportunities for growth and learning through training and 
developmental opportunities, such as rotational assignments, in-house shadow 
assignments, and details. 


2. Provide training opportunities on topics relevant to inclusion (e.g., unconscious 
bias, understanding or managing diversity, ECWC diversity lectures, etc.). 


3. Create diversity awareness through cultural celebrations and education. 
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2.5 Strategic Commitments for Goal 4: An adaptive, transparent, and data-driven 
approach to continually improve upon our D&I efforts 
The D&I Team is committed to an adaptive, data-driven approach that relies on a high level of 
communication and regional feedback in order to identify areas of concern and evolve the 
Framework and Toolbox over time. Figure 1 describes an adaptive approach where the D&I Team 
will adapt the Framework and Toolbox based on an assessment of D&I metrics and regional 
feedback to address areas that need improvement. Using this approach, the D&I Team will: (1) 
assess diversity and inclusion within WCR to identify areas of concern or success; (2) communicate 
assessment results across WCR and engage in regional conversations to adapt the Framework and 
Toolbox as warranted based on assessment results and other relevant qualitative information and 
feedback; and, (3) implement the Framework. The process is designed to be an ongoing cycle of 
assessment, adaptation, and implementation such that the process is continuously improving and 
responsive to the current D&I environment.  


Figure 1: Adaptive process to improve WCR D&I. 


 


 


To implement this approach, WCR commits to:  


2.5.1 Assessment of WCR Diversity 


Objective Strategies 


Assess and 
communicate 
the status of 
workforce 
diversity 


1. Annually review available information on the demographic profile of the WCR to 
identify the status and trends of diversity characteristics in the workforce. 


2. Communicate the results of assessments to all WCR staff and contractors.  
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2.5.2 Assessment of WCR Inclusion 


Objective Strategies 


Assess and 
communicate the 
status of WCR 
inclusion 


1. Using the insights gained from the results of the annual Federal Employee 
Viewpoint Survey (FEVS) and listening sessions, identify and implement 
actions to improve employee engagement and empowerment. 


2. Conduct periodic surveys to gain regional insight on inclusion, equal 
opportunity, and barriers for the WCR workforce including contractors. Work 
towards eliminating those barriers during new employee workshops.  


3. Communicate the results of assessments to all WCR workforce.  


 


Objective Strategies 


Establish a system 
to track actions, 
measure successes, 
and recommend 
resource and 
funding priorities 


1. Establish a methodology for tracking D&I actions. 
2. Establish a methodology for measuring D&I progress. 
3. Integrate D&I into individual performance planning.  
4. Integrate D&I actions into annual strategic planning.   


2.6 Toolbox to Implement Strategic Commitments 


While many of us recognize the importance of advancing D&I, we often do not know how to fold 
these efforts into our own work. To solve our D&I challenges, everyone in the WCR—from the 
Regional Leadership Team (RLT), to technical staff, to administrative staff—needs to understand 
how their work can authentically embrace D&I efforts.   


The D&I Toolbox (Toolbox) provides actionable resources to support staff throughout their entire 
D&I journey. Whether you envision yourself hosting interns, creating more representative hiring 
panels, or mentoring peers, the Toolbox provides programs, points of contact, and inspirational 
case studies to help you effectively integrate D&I into your daily work.  


The Toolbox is constructed around the Framework’s strategies so that everyone in the WCR can 
fully integrate the Framework into our work-life experiences. In order to better support the needs 
of our colleagues, to build accountability, and to assess our progress, new Toolbox features and 
content will be developed and periodically rolled out to support and empower staff at all levels.    


The WCR D&I Toolbox is available to the entire WCR workforce at: 
https://sites.google.com/a/noaa.gov/nmfs-wcr-di/  


2.7 What is My Responsibility and Commitment? 


It will take all WCR colleagues taking personal action and working together to effectively 
implement the Framework and create a truly D&I workplace. This includes: 


Commitment from the Regional Leadership Team (RLT):  D&I leaders are committed to 
providing leadership towards the integration of D&I activities into WCR practices. The RLT is 



https://sites.google.com/a/noaa.gov/nmfs-wcr-di/
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committed to championing the development of customized actions, including policies, programs 
and funding where necessary for regional influence and local application. The RLT leads by example 
and is committed to empowering others to engage in D&I activities. 


Commitment from Supervisors:  Supervisors will adopt the same commitments as the RLT with 
additional implementation measures that are relevant at the scale of the division or branch. 
Supervisors will amplify the message of D&I and find opportunities for action within the specific 
context of their division and branch.  Supervisors will also commit to empowering staff to engage in 
actions that improve D&I. 


Commitment from Individuals:  Commitment from all individuals working in the WCR is vital to 
successfully integrate D&I in our workplace. Every colleague has a responsibility to integrate D&I 
activities into existing division programs. Further, every individual at all levels can contribute to 
building an inclusive workplace by being open to differences in values, opinions, communication 
styles, traditions, and beliefs, and by creating a safe, welcoming workplace. 


Commitment from Supporting Roles:  The WCR has several cross-divisional teams (e.g., Hiring 
Officials, Employee Communications and WorkLife Committee (ECWC), and others) as well as 
individual contributors (e.g., the D&I Team, Tribal Liaison, Education and Outreach Coordinator, 
and others) who have specific commitments led by their charter or performance plan to directly 
influence D&I actions.  
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Appendix 


Diversity and Inclusion 2017 Workshop Agenda and Summary of Diversity and 
Inclusion Workshop Summary 
The formation of this Framework began with a Diversity and Inclusion Workshop on June 12, 2017, 
in Mukilteo, Washington. The goal of the workshop was to introduce the D&I Team to 
examples of challenges, 
opportunities, and successful 
initiatives focused on creating and 
sustaining a diverse and inclusive 
workforce. The workshop brought 
together WCR leadership and staff, as 
well as a diverse group of speakers 
from the non-profit (Carolyn Riley-
Payne, NAACP, NOAA Retired Human 
Resources) and academic (Dr. Marco 
Hatch and Dr. Misty Peacock, 
Northwest Indian College; Dr. Edward 
Allison, University of Washington) 
sectors, and from the graduate 
student perspective (Nicole Naar, PhD 
Candidate and National Science 
Foundation intern) to: (1) identify key challenges, opportunities, and best practices to support 
diversity and inclusion initiatives across the WCR; (2) strategize and develop a WCR 2018 diversity 
and inclusion Framework to meet the stated goals and objectives of the NOAA Fisheries Diversity 
and Inclusion Plan (2016-2021); and (3) focus on and prioritize strategies to implement across the 
WCR. 


The workshop included 
presentations by each invited 
speaker, a panel discussion on the 
above-mentioned topics, and 
breakout groups for more in-depth 
and interactive discussion between 
workshop participants.  


In summary, the workshop 
highlighted and prioritized strategies 
for implementation across the WCR. 
These strategies helped shape the 
substance of this plan that will (1) 
strengthen and enhance outreach 
and recruitment efforts and (2) 
cultivate a culture that encourages 
fairness and collaboration. 
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Introduction 
 


This strategic plan outlines Puget Sound Naval Shipyard and Intermediate Maintenance 


Facility’s (PSNS & IMF) Diversity, Equity and Inclusion (DE&I) goals, strategies, and 


outcomes. The plan guides PSNS & IMF leadership and workforce to value and leverage the 


diverse perspectives and talents of our people, creating equitable systems and cultivating an 


inclusive culture to maximize our mission excellence.  


 


Today the United States is engaged in a great power competition. PSNS & IMF’s mission to 


deliver on-time every time is critical to preserving our national security. We recognize that to 


achieve our mission successfully and remain agile in the great power competition, we must 


protect and support our most valuable asset: our people.  


 


“We need significant improvements in how we deliver warfighting capability to the fleet. 


Marginal improvement in today’s world of great power competition is not sufficient.  It is not 


about working harder. It is about achieving step-function improvements which require us to 


think and act differently, challenge the status quo, be more agile.” 


 


– VADM Thomas J. Moore, NAVSEA Expand the Advantage 2.0 


 


 


No technology, systems, processes, or policies can alone achieve these outcomes. PSNS & IMF 


achieves success through its people. This requires PSNS & IMF to become and remain the 


regional employer of choice to recruit, hire and retain high-performing, diverse talent.  


 


Diversity is a vital strategic component to expand the advantage. Thinking and acting differently 


and challenging the status quo will be accomplished with a team of diverse individuals with 


different backgrounds, experiences, education, skill sets, personalities, perspectives, cultures, etc. 


Diversity is more than appearance; it is all the differences that make us unique individuals. It is 


our diversity that leads to organizational creativity and innovation.  


 


“In order to more effectively recruit, develop, manage, reward, and retain the forces of 


tomorrow, aiming to simply avoid doing the wrong thing is too low a bar; we must actively 


pursue that which is right. When Sailors feel included respected and empowered, they will be 


more ready to win wars, deter aggression and maintain freedom of the seas” 


 


- Admiral Gilday, Chief of Naval Operations, Culture of Excellence NAVADMIN 


 


Our naval leaders understand that a diverse, talented workforce will not deliver its full potential 


unless that workforce feels included. Without an inclusive culture that allows employees to come 


to work and feel safe to contribute fully to our mission, we will not be able to effectively recruit 


and retain top, diverse talent or achieve and sustain peak performance.
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Culture of Excellence is a Department of the Navy strategy that empowers employees to achieve 


mission excellence by fostering psychological, physical and emotional resilience; promoting 


organizational trust and transparency; ensuring inclusion and belonging for every employee at all 


stages of their career. 


 


Leveraging the best diverse talent, creating equitable systems, and cultivating an inclusive 


culture will truly optimize our people’s skills and experience to reap the rewards of innovation, 


agility, resiliency, and higher productivity to achieve our mission. The Diversity, Equity and 


Inclusion framework (figure 1) takes a holistic approach to DE&I efforts to ensure a complete 


and balanced approach for command DE&I strategies. The framework focuses data-driven 


efforts across three areas: PEOPLE, CULTURE, and SYSTEMS. 


 


PSNS & IMF Diversity, Equity & Inclusion Framework 
Integrate Diversity, Equity and Inclusion into our workplace systems and culture to recruit and retain top 


talent, to enhance PSNS & IMF’s brand as a top employer of choice, and to effectively and efficiently 


complete our mission to deliver on-time every time to support our navy’s fleet 


 


 


 


 


 


 


 


 


 


 


 


 


 


 


 


 


 


 


 


 


 


 


 


 


 


 


Workplace Inclusion 


Cultivate an inclusive 


culture where teams operate 


with trust, fairness, respect, 


and belonging. Where 


individuals feel engaged, 


motivated, valued for who 


they are, and safe to fully 


contribute to the 


organization's success.  


 


Workforce Diversity 


Achieve a workforce that is 


representative of people 


from diverse backgrounds 


at all levels of the agency 


and in all positions in the 


workforce. 


Equity in Systems, Policies,  


Processes & Infrastructure 


Create equitable workplace systems, policies, processes, and 


infrastructure that ensure fair access to opportunity for all, 


where the diversity of individuals is leveraged to create a fair, 


healthy, and high performing organization 


 


 


Figure 1: People, Culture & Systems DE&I Framework 
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Diversity, Equity & Inclusion 101 – Foundational Concepts 
 


Focusing on building DE&I in the workplace started as a legal and moral imperative.  It is the 


right thing to do based on our command’s value of integrity and the laws of our great nation that 


were put in place to protect the rights of the diverse members of our federal workforce.  Today, 


DE&I is recognized as a key business strategy to achieving and maintaining peak performance. 


Modern research and academic studies published by The Society for Industrial and 


Organizational Psychology consistently confirm the operational advantages and benefits of 


diverse workgroups with inclusive organizational cultures.   


Our people's diversity is the opportunity we must capitalize on to gain and sustain a competitive 


advantage over our adversaries. 


 


What is diversity? 
Differences and similarities in identities, experiences, and thinking styles leading to unique 


perspectives. 


 


 


  


 


 


 


 


 


 


 


 


 


 


 


Diversity includes, but is not limited to: sex, gender identity, ethnicity, race, national origin, age, 


sexual orientation, culture, belief system, marital status, parental & family status, socio-


economic status, appearance, language, disability, mental health, physical ability, education, 


geographic location, work experience, job role and function, thinking style and personality type. 


Demographic characteristics, such as race and gender, remain an important focus to ensure our 


organization is truly equitable and free of harassment and discrimination.


Figure 2: Whole Person Diversity Model 
Adapted from Marilyn Loden and Judy Rosener, Workforce America! (Business One Irwin, 1991), and 


from Diverse Teams at Work, Gardenswartz & Rowe (2nd edition, SHRM, 2003) 
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 To truly benefit from our workforce's diversity, we cannot solely focus on demographic 


diversity. We must look at the whole person and the intersectionality of everything that makes us 


unique (see Figure 2 – Whole Person Diversity Model). Diversity of thought is the true goal, to 


leverage different experiences, thought processes, and demographics to bring new perspectives 


to the table.  


 


What is equity?  
Transparent and fair treatment, access, and opportunity that takes into account individualistic 


needs and differences.  


 


Equity is the organizational practice of Respecting Every Individual through systems that 


facilitate fair, transparent, consistent, and reliable access to resources and opportunities for all 


members of the workforce. Equity is not the same as equality. Equality is treating everyone the 


same. Equity focuses on treating everyone fairly, according to laws, principles, and standards, 


while also considering different needs, experiences and opportunities.   


 


 


What is inclusion?  
An environment where individuals and groups feel safe, respected, empowered and valued for 


who they are and for their contributions to the team's success.  


Creating a culture of inclusion means integrating DE&I into our organization's shared values, 


beliefs, attitudes, and behaviors. An inclusive culture completes the DE&I system by valuing 


every individual for their unique qualities and perspectives and providing a workplace where 


everyone can contribute, belong, thrive and grow. 


 


 


According to Juliet Bourke, author of The Diversity and Inclusion Revolution, “People feel 


included when they are treated equitably and with respect. Participation without favoritism is the 


starting point for inclusion, and this requires attention to non-discrimination and basic courtesy. 


 


Figure 3: Deloitte Inclusion Model 
Adapted from, the science of Inclusion: Deloitte's Inclusion Model. Sources: Bersin by Deloitte. High Impact diversity 


and inclusion: The new maturity model, 2017; Juliet Bourke and Bernadette Dillon, Waiter is that inclusion in my soup? 


A new recipe for improving business performance, Deloitte Australia and the Victorian Equal Opportunity and Human 


Rights Commission, 2012. 
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Inclusion is experienced when people believe that others value their unique and authentic self, 


while at the same time experiencing a sense of connectedness or belonging to a group.” 


At its highest point, inclusion is expressed as feeling “safe” to speak up without fear of 


embarrassment or retaliation, and when people feel “empowered” to grow and do one’s best 


work.  


Diversity, Equity and Inclusion Mission Impact  
All of these elements – diversity, equity and inclusion - combine to create an environment where 


we can leverage the diverse talents of our workforce to achieve diversity of thought and its 


positive outcomes, while also stopping negative outcomes that harm our mission. 


Diversity + Equity +  Inclusion = Optimal Mission Outcomes 


The DE&I Mission Impact Model (Figure 4) illustrates how we optimize the business 


opportunity, which is the diverse experiences of our workforce, by actively leading and 


managing with inclusion.  These positive actions and the workforce's subsequent reactions create 


a culture of inclusion that leads to outcomes necessary to optmize mission excellence. (See 


Figure 4) 


 


Figure 4: DE&I Mission Impact Model 
 


Without diversity, equity and inclusion, the environment is exclusive, leading to a toxic culture 


and negative outcomes that impact our mission and stifle innovation. Other symptoms of a toxic, 


non-inclusive culture include settling for the status quo, group think, attrition, harassment and 


discrimination, to name a few. 
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Path Forward 
 


How do we take action to achieve positive DE&I outcomes that will maximize our mission? The 


PSNS & IMF DE&I Maturity Matrix (figure 5) shows the stages of organizational maturity. To 


maximize our mission and reduce negative outcomes, we must achieve the highest level of 


maturity - full integration of DE&I into our organizational operations.  


 


Currently, PSNS & IMF is functioning at Programmatic, Level II.  Diversity, Equity and 


Inclusion efforts are focused on special observances and increasing representation of certain 


groups. Diversity is currently seen in terms of a narrow set of demographics categories; stand-


alone initiatives are implemented and driven mostly by specialized groups such as the D&I 


Program, EEO, Employee Resource Groups (ERGs), Diversity Leadership Council (DLC), etc.


Figure 5: PSNS & IMF Diversity, Equity & Inclusion Maturity Model 
Adapted from, The Diversity and Inclusion Revolution: Deloitte’s Diversity and Inclusion Maturity Model. Sources: Bersin 


by Deloitte. High Impact diversity and inclusion: The new maturity model, 2017; Juliet Bourke and Bernadette Dillon,  


 


 


2021  


Current State 


2022 Goal 
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While significant progress has been made over the past few years, the command recognizes there 


is still significant work to be done to integrate DE&I into everything we do. 


This plan outlines the goals and objectives to move the command from a Programmatic level 


(Level II, in Figure 5) to a Strategic program (Level III) by December 2022.  


 


Where to start? 
Programmatic level organizations typically focus on the recruitment of diverse talent when 


looking to make progress on DE&I initiatives; however, without equitable practices and 


inclusive environments, these efforts are not usually effective. To maximize effectiveness and 


follow change management principles, start with inclusion (Figure 6). 


Organizations that start with inclusion and cultivating a culture where everyone is valued and 


feels they belong, more effectively create lasting cultural change.  Focusing on an inclusive 


organizational culture allows all employees in the organization to start seeing immediate results 


from DE&I efforts, which also helps to gain buy-in. As the organization comes to understand 


and value inclusion, barriers in systems, policies, processes, and infrastructure will become more 


apparent, and the organization will better retain diverse talent. 


PSNS & IMF’s DE&I strategy lays out the plan to take PSNS & IMF to maturity, optimizing our 


mission. Using our balanced frameworks, maturity model, and implementing data-driven 


methods to measure success, PSNS & IMF will be recognized as an employer of choice to recruit 


and retain top, diverse talent to optimize mission excellence.


Figure 6: Start with Inclusion 
Adapted from Camber outdoors, Workplace Diversity, Equity & Inclusion defined.  
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Strategic Plan Overview 


Purpose 
This strategic plan outlines PSNS & IMF’s Diversity, Equity and Inclusion objectives, goals, and 


expected outcomes to take our organization to the next level of maturity – Strategic, by the end 


of CY 2022. This strategy guides PSNS & IMF's leadership and workforce to value and utilize 


our people’s diverse talents, create equitable systems, and cultivate an inclusive and engaged 


culture to maximize our mission excellence.  
 


Vision 
At PSNS & IMF everyone has a voice, and their voice is heard and valued. 
 


Mission 
Fully integrate Diversity, Equity and Inclusion into operational excellence to build a positive, 


respectful and inclusive environment for all personnel, to optimize mission capabilities. 
 


Goals 
High-level goals to guide PSNS & IMF in achieving Diversity, Equity & Inclusion maturity to 


optimize organizational excellence.    
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GOAL 1: DEMONSTRATE LEADERSHIP COMMITMENT  
& ESTABLISH ACCOUNTABILITY 


Demonstrate leadership commitment by incorporating DE&I into command strategy, leadership communication and management systems of 


operational excellence. Cultivate sustainable culture change through senior leader ownership and commitment to DE&I, the creation goals, metrics 


and systems of accountability.  Support and resource DE&I programs in the command as valued force multipliers for achieving operational 


excellence. 
 


Objectives Actions Outcomes 
1.1  


Senior leadership commitment  


and ownership of DE&I 


 Senior leadership incorporates DE&I into Command strategy 


 Senior leadership integrates DE&I into command 


competencies 


 Senior leaders clearly and consistently incorporate the 


importance of DE&I into command messaging 


 Senior leaders model inclusive leadership 


 Establish DLC steering committee to create and lead 


implementation of command-wide DE&I strategy and goals 


 Senior leadership has the DE&I competency to clearly and 


consistently communicate what DE&I is, why it's important, and 


what actions the command is taking to progress DE&I initiatives  


 Senior leaders model inclusive leadership by ensuring an 


environment for learning is created where tough conversations are 


safe and all voices are heard and respected  


 Strong momentum for DE&I initiatives. Barriers actively identified 


and removed 


1.2 


Data drives DE&I strategy and 


goals  


 Create DE&I metrics for accountability, tracking progress, 


and making data-driven decisions 


 Regular briefs to the Commander and Department Head 


Group on DLC goals, actions, and accomplishments 


 Visual presentation of the Command’s current state of DE&I. 


Strengths and weaknesses in DE&I efforts are clear, and progress is 


tracked. 


 Cultural change is accelerated through data-driven goals and 


initiatives 


1.3 


Effective DE&I Program 
 Review DE&I program to ensure appropriate resources to 


accomplish the mission 


 Equip ERGs to be force multipliers of DE&I 


 Establish robust Special Emphasis Program (SEP) 


 Fully functioning DE&I program able to advise and provide 


resources to senior leadership to lead and implement DE&I strategy 


 ERGs develop leaders and execute initiatives that increase 


recruitment and retention 


 SEP identifies barriers impacting the workforce to increase 


recruitment and retention 
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GOAL 2: CULTIVATE A CULTURE OF INCLUSION 


Cultivate an inclusive culture where teams operate with trust, fairness, respect, and belonging. This requires a cultural change, starting with 


bringing awareness to, and communicating the value of DE&I at all levels of the workforce. Developing command competency by integrating 


DE&I values into all applicable training and development. Fostering a safe environment free of harassment and discrimination, where all 


voices are heard and respected, and employees are safe to fully contribute to the mission. 


Objectives Actions Outcomes 
2.1  


Conduct continuous DE&I 


training, development & 


discussions 


 


 DE&I foundational concepts are integrated into all applicable 


training and communication (i.e. New Employee Orientation, 


leadership, mandatory training, character development, etc.) 


 Train workforce on unconscious bias and its impacts in the 


workplace 


 Regularly hold spaces for uncomfortable conversations, 


available to all levels, following the Navy Necessary 


Conversations Guide 


 Employees at all levels have a basic understanding of DE&I 


foundational concepts, and unconscious bias and its impact on the 


mission 


 Unconscious bias training and other DE&I trainings available for 


the workforce at Command University 


 


2.2 


Establish DE&I competencies 


and accountability.  


 Establish DE&I competencies and communicate clear civility 


behavioral expectations for workplace interactions 


 Integrate DE&I into command competencies and in leadership 


competencies  


 Integrate into command awards to recognize and reinforce 


equitable and inclusive behaviors and leadership 


 DE&I competencies created for the command 


 Workforce treats one another with civility and professionalism at 


all levels resulting in decreased harassment & discrimination and 


increased retention of diverse employees 


2.2 


Develop Inclusive Leaders 


 


 Train leaders in unconscious bias and cultural competence 


 Train leaders to navigate sensitive conversations  


 Embed expectations into leaders performance management 


measures 


 Management at all levels model and practice inclusive leadership 


resulting in increased team performance, better decision making, 


increased team collaboration, and lower attrition 


2.4 


Increase employee engagement 


in ERGs and DE&I command 


initiatives 


 Active support by leaders at all levels for employees to 


participate in ERGs and Command DE&I initiatives 


 


 Employees across the command actively engaged in ERGs and 


DE&I command initiatives leading to increased employee 


engagement, increased innovation, employee retention 
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GOAL 3: CREATE EQUITABLE SYSTEMS 
Create equitable workplace systems, processes, policies, and infrastructure throughout the employee lifecycle that ensure fair access to 


opportunity for all - improving retention and growing a diverse workforce at all levels. 


Objectives Actions Outcomes 
3.1 


Develop a plan to embed 


skilled DE&I Practitioners into 


the command 


 Develop DE&I practitioner competencies 


 Develop a plan to integrate DE&I practitioners throughout the 


command to implement PSNS&IMF DE&I strategy 


 Establish development requirements for DE&I practitioners 


 


 Embedded DE&I practitioner assists leadership in measuring, 


tracking, and improving DE&I, leading to higher productivity and 


lower attrition 


 Practitioners are powerful force-multipliers with high DE&I 


competency and change management skills 


 Practitioners integrate DE&I into code/shop assessments, 


processes, and policies accelerating DE&I maturity 


3.2 


Evaluate DE&I data throughout 


the employee lifecycle to 


identify barriers to 


representation at all levels 


 


 Create barrier analysis program structure and identify barrier 


analysis team members to include senior leaders 


 Command support EEO in conducting yearly barrier analysis 


and implementing action plan 


 Barrier analysis results, action plan and status updates briefed 


to Commander and Department Head Group 


 Systematic improvement of barriers leading to increased diversity 


across all levels of the workforce 


3.3 


Review and modification of 


Command systems, processes, 


policies, and infrastructure for 


barriers to inclusion 


 Prioritize systems, policies, and infrastructure to review based 


on command barrier analysis, DEOCS, etc. 


 Review for subjective processes where unconscious bias can 


impact decision-making processes or policies negatively 


impact the opportunity of certain groups 


 Systems, policies, processes, instructions, and infrastructure will be 


more inclusive, leading to more engagement and higher retention of 


diverse talent 


3.4 


Ensure that all qualified 


candidates have an opportunity 


to compete for open positions 


and apply for developmental 


and mentoring opportunities 


 Create best practices for promotions and selections for 


developmental opportunities 


 Train all hiring managers and panel members in best practices 


and unconscious bias 


 Create a hiring manager community of practice to share best 


practices  


 Skilled hiring managers and panel members who ensure fair, 


transparent promotion process increasing employees trust and 


morale 


 Increased pool of diverse, qualified candidates for promotions 


leading to increased employee engagement, innovation, and 


retention of talent 


3.5 


Champion ERG efforts to 


create equitable systems, 


policies, processes, and 


infrastructure 


 Increase awareness and provide ERG support for employee-


led efforts to create equitable systems, policies, processes, and 


infrastructure 


 


 Employees engage in projects they are passionate about increasing 


retention and assisting the command in achieving DE&I goals and 


objectives 
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GOAL 4: ATTRACT & RECRUIT DIVERSE TALENT 


Achieve a workforce that represents the diversity of our community at all levels of the agency and in all positions in the workforce by 


growing PSNS & IMF’s brand as a top employer of choice to attract and recruit a diverse, high-performing workforce that reflects the nation 


we protect and serve. Intentionally engage in community outreach, create strategic connections, and market to diverse communities to 


increase high performing talent pipelines. 
 


Objectives Actions Outcomes 
4.1  


Define command outreach and 


recruitment goals and strategy 


 Develop overall command DE&I strategy for outreach and 


recruitment to increase pool of qualified applicants 


 Review command demographic data and create strategic 


actions to ensure outreach to all segments of society 


 Include all relevant stakeholders from engineering, 


production, human resources, etc. 


 Recruitment and marketing efforts across the command are 


comprehensive and aligned to DE&I goals, creating a larger pool of 


qualified candidates to select from 


 Best practices are shared and consistent messaging used, increasing 


overall command effectiveness in recruitment and outreach efforts 


and improving PSNS & IMF’s brand as an employer of choice 


4.2 


Create PSNS & IMF branding 


and marketing to attract diverse 


candidates 


 Review current marketing materials for production and 


engineering 


 Create command level branding and marketing materials for 


use locally and outside of Kitsap County 


 Expand advertising to outside Kitsap County 


 Target diverse communities 


 PSNS & IMF has a positive reputation for the employment of all and 


attracts top, diverse talent  


 Larger pool of qualified candidates to select from, leading to 


increased talent and competition  


4.3 


Invest in DE&I development of 


PSNS & IMF recruiters  


 Train recruiters in unconscious bias 


 Train recruiters in DE&I outreach goals and strategies 
 More inclusive recruitment processes leading to the selection of a 


more representative workforce 


 Clear understanding of merit system principles to ensure equitable 


selections 


 Clear consistent branding of PSNS & IMF as an employer of choice 


4.4 


Establish relationships and 


partner with appropriate 


internal and external 


organizations, institutions, and 


scientific groups to target 


diverse populations 


 Review recruitment plan and organizations visited for 


engineering and production 


 Identify diverse organizations locally and throughout the 


Pacific Northwest to add to next year’s recruiting 


 Leverage ERGs and local community organizations to host 


outreach events to untapped populations 


 Larger pool of talented candidates 


 Increase reputation and brand as a top employer of choice 


 








COMMON DEFINTIONS 
On the path to allyship, there are times that a word or term can have different meanings to different 
people. Below are some common terms and definitions; some terms have multiple definitions. Pay 
special attention to those definitions, as it may help to understand another person’s point of view on 
that same term. 


In keeping with our guiding principle of constant learning, this list is added to and edited frequently. 


 


Term Definition 
ALLY A person of privilege who works in solidarity and partnership with a 


marginalized group of people to help take down the systems that challenge 
that group's basic rights, equal access, and ability to thrive in our societyi 


 a person who takes action against oppression out of a belief that eliminating 
oppression will benefit members of targeted groups and advantage groups. 
allies acknowledge disadvantage and oppression of other groups than their 
own, take supportive action on their behalf, commit to reducing their own 
complicity or collusion in oppression of these groups, and invest in 
strengthening their own knowledge and awareness of oppression. ii 


 In social justice work the term Ally is often defined as a noun; a person who 
uses their privilege to advocate on behalf of someone else who doesn’t hold 
that same privilege. Allyship is one of the first action-oriented tools one 
learns in social justice and bias trainings.iii 


 (allyship) a lifelong process of building relationships based on trust, 
consistency, and accountability with marginalized individuals and/or groups 
of people. 
It is not defined or assigned by the person striving for allyship; work and 
efforts must be recognized by those you are seeking to ally with. It requires 
one to grow and learn about oneself, while building confidence in others.iv 


BIPOC An acronym for Black, Indigenous and People of Color. The term has 
increased in use and awareness during 2020 after the Black Lives Matter 
resurgence against racism and police brutality in the wake of the George 
Floyd shooting. BIPOC is meant to emphasize the particular hardships faced 
by Black and Indigenous people in the US and Canada and is also meant to 
acknowledge that not all people of color face the same levels of injustice.v 


DIVERSITY psychological, physical, and social differences that occur among any and all 
individuals; including but not limited to race, ethnicity, nationality, religion, 
socioeconomic status, education, marital status, language, age, gender, 
sexual orientation, mental or physical ability, and learning styles. A diverse 
group, community, or organization is one in which a variety of social and 
cultural characteristics exist.vi 


EQUITY the guarantee of fair treatment, access, opportunity, and advancement while 
at the same time striving to identify and eliminate barriers that have 
prevented the full participation of some groups. The principle of equity 
acknowledges that there are historically underserved and underrepresented 
populations and that fairness regarding these unbalanced conditions is 
needed to assist equality in the provision of effective opportunities to all 
groups.vii 
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Term Definition 
EXPLICIT BIAS Explicit bias is the traditional conceptualization of bias. With explicit bias, 


individuals are aware of their prejudices and attitudes toward certain 
groups.viii Positive or negative preferences for a particular group are 
conscious. Overt racism and racist comments are examples of explicit biases.ix 


IMPLICIT OR 
UNCONSCIOUS BIAS 


Unconscious biases are social stereotypes about certain groups of people that 
individuals form outside their own conscious awareness. Everyone holds 
unconscious beliefs about various social and identity groups, and these biases 
stem from one’s tendency to organize social worlds by categorizing. 
Unconscious bias is far more prevalent than conscious prejudice and often 
incompatible with one’s conscious values. Certain scenarios can activate 
unconscious attitudes and beliefs. For example, biases may be more 
prevalent when multi-tasking or working under time pressure.x 


 Implicit biases are negative associations that people unknowingly hold. They 
are expressed automatically, without conscious awareness. Many studies 
have indicated that implicit biases affect individuals’ attitudes and actions, 
thus creating real-world implications, even though individuals may not even 
be aware that those biases exist within themselves. Notably, implicit biases 
have been shown to trump individuals’ stated commitments to equality and 
fairness, thereby producing behavior that diverges from the explicit attitudes 
that many people profess. The Implicit Association Test (IAT) is often used to 
measure implicit biases with regard to race, gender, sexual orientation, age, 
religion, and other topics.xi 


INCLUSION the act of creating involvement, environments and empowerment in which 
any individual or group can be and feel welcomed, respected, supported, and 
valued to fully participate. An inclusive and welcoming climate with equal 
access to opportunities and resources embrace differences and offers respect 
in words and actions for all people.xii 


 Authentically bringing traditionally excluded individuals and/or groups into 
processes, activities, and decision/policy making in a way that shares 
power.xiii 


INSTITUTIONAL 
RACISM 


refers specifically to the ways in which institutional policies and practices 
create different outcomes for different racial groups. The institutional policies 
may never mention any racial group, but their effect is to create advantages 
for Whites and oppression and disadvantage for people from groups classified 
as People of Color. An example includes City sanitation department policies 
that concentrate trash transfer stations and other environmental hazards 
disproportionately in communities of color.xiv 


INTENT VS. IMPACT this distinction is an integral part of inclusive environments; intent is what a 
person meant to do and impact is the effect it had on someone else. 
Regardless of intent, it is imperative to recognize how behaviors, language, 
actions, etc. affect or influence other people. An examination of what was 
said or done and how it was received is the focus, not necessarily what was 
intendedxv 


MARGINALIZATION Treatment of a person, group or concept as insignificant or pervasive and 
places them outside of the mainstream society. Micro aggressions - 
intentional or unintentional verbal, nonverbal or environmental slights/insults 
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Term Definition 


that communicate hostile, derogatory or negative messages to people based 
upon their marginalized group.xvi 


MICROAGGRESSIONS the everyday verbal, nonverbal, and environmental slights, snubs, or insults, 
whether intentional or unintentional, which communicate hostile, 
derogatory, or negative messages to target persons based solely upon their 
marginalized group membership.xvii 


PERFORMATIVE OR 
OPTICAL ALLYSHIP 


(versus Allyship or genuine Allyship) - is when someone from a 
nonmarginalized group (white, able-bodied, etc.) professes support and 
solidarity with a marginalized group in a way that either isn't helpful or that 
actively harms that group.  
Performative allyship refuses to engage with the complexity below the 
surface or say anything new. It refuses to acknowledge any personal 
responsibility for the systemic issues that provided the context for the 
relevant tragedy.xviii 


PRIVILEGE power and advantages benefiting a group derived from the historical 
oppression and exploitation of other groups.xix 


RACISM individual and institutional practices and policies based on the belief that a 
particular race is superior to others. This often results in depriving certain 
individuals and groups of civil liberties, rights, and other resources, hindering 
opportunities for social, educational, and political  advancement.xx 


 


                                                           
i Nicole Asong Nfonoyim-Hara, Director of Diversity Programs, Mayo Clinic 
ii Center for Assessment and Policy Development. “Evaluation tools for Racial Equality Terms and Vocabulary”. 
Available at: http://www.evaluationtoolsforracialequity.org/termRacial.htm 
iii King, Dr. Makini, “Ally is Not a Noun”, University of Missouri-Kansas City, May 15, 2018, 
https://info.umkc.edu/diversity/ally-is-not-a-
noun/#:~:text=In%20social%20justice%20work%20the,t%20hold%20that%20same%20privilege. 
iv Atcheson, Sheree. (Atchson, 2018)“Allyship - The Key To Unlocking The Power Of Diversity” 
v Glossary of Diversity, Equity, and Inclusion Terms, Diversity Best Practices 
vi Diversity, Equity, and Inclusion Terms, Center for Diversity and Inclusion, University of Houston, 
https://www.uh.edu/cdi/diversity_education/resources/terms/ 
vii Diversity, Equity, Inclusion Terms, SUNY Old Westbury, https://www.oldwestbury.edu/division/diversity-equity-
inclusion/resources-campus-community/diversity-equity-inclusion-terms 
viii Fridell, Lorie, “This Is Not Your Grandparents’ Prejudice: The Implications of the Modern Science of Bias for 
Police Training,” Translational Criminology, Fall 2013: 10-11, http://cebcp.org/wp-content/TCmagazine/TC5-
Fall2013 
ix “Understanding Bias: A Resource Guide”, https://www.justice.gov/crs/file/836431/download 
x Navarro, Renee PharmD, MD, Unconscious Bias, UCSF Office of Diversity and Outreach, 
https://diversity.ucsf.edu/resources/unconscious-bias 
xi Staats, Cheryl, State of the Science Implicit Bias Review 2013, Kirwan Institute, The Ohio State University 
xiiDiversity, Equity, and Inclusion Terms, University of Houston 
xiii Terms Related to Diversity, Equity, and Inclusion, San José State University, 
https://www.sjsu.edu/diversity/office/education/terms.php 
xiv Terms Related to Diversity, Equity, and Inclusion, San José State University 
xv Glossary of Diversity, Equity, and Inclusion Terms, Diversity Best Practices, 
https://www.diversitybestpractices.com/sites/diversitybestpractices.com/files/attachments/2020/10/dei_glossary
_of_inclusive_terms_updated_for_2020_1.pdf 
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Date: July 23, 2020


Charter Name Hiring, Recruiting and Retention Sub Team


Subteam Lead Tiffany Simon


Members
Shelli Miller, Gregory Wright, Preston Monah, Alexis Cragle, Loaela Hammonsx,
Lisa McCoy and ad hoc members


Background: Studies show that the key to achieving and sustaining diversity and inclusion within an
organization is based on how committed the organization is with respect to incorporating creative, and
strategies into three key components of the organization’s Human Resources (HR) functions associated
with the areas of; recruitment, hiring and retention efforts. The benefit and value of these three
components is the organization’s ability to foster a thriving, sustainable, diverse and inclusive workplace
culture and environment where all members feel valued, included and empowered to lead, do their
best work, and can bring creative solutions and ideas to the table based on each member’s unique
experiences, perspectives, and viewpoints. This results in increased productivity and employee
workplace satisfaction. In preliminary research it was discovered companies like Deloitte have really
devoted time and funding to developing programs and services around D&I.


Based on the role that recruitment, hiring and retention play in driving diversity and inclusion in the
workplace, the Diversity and Inclusion Advisory Board determined these three components are central
part of the platform as we look at positive, and transformational ways to improve our own workplace -
GSA PBS. The goal is to continue to build upon some of the great practices GSA already has in place ,the
advisory board serves as an example of some of the strides GSA has made in the area of diversity and
inclusion however, is always an opportunity for improvement. As a result the advisory board has
approved the creation of the Recruitment, Hiring and Retention subteam to focus on this specific topic
for  further action or study.


Mission : The sub team’s mission is to champion GSA PBS’s transformation into  a leader among the


public    and private sectors in best practice, and innovative recruitment, hiring and retention strategies


for a diverse workforce  and inclusive workplace culture and environment.


The vision is to create a comprehensive collection of diversity and inclusion resources available to the
federal community. Further, to share research for best practices for hiring and recruiting new talent and
retention, and to take a look at the PT organization and identify areas where diversity and inclusion
could be implemented.


1







Diversity and Inclusion Subteam Charter PBS Public Buildings Service
www.gsa.gov


2 Objectives and Outcomes


This charter authorizes the Diversity and Inclusion Advisory Board to commence activities, in the pursuit of
the following objectives:


● Understand GSA’s current baseline as it relates to reporting, tracking diversity recruitment, hiring,


and retention based on demographics and other statistics for organizational awareness of the status


quo and identifying opportunity gaps for further diversity.


○ Obtain available data, reports and analysis from the data and analysis sub team.


○ Confirm and understand GSA’s existing definition and approach to diversity and inclusion.


Note: Important to confirm so that we are all operating under the same baseline set of


assumptions.


■ Understand and obtain documentation GSA’s existing recruitment, hiring and


retention strategies and practices


○ Confirm GSA’S existing definition of race and ethnicity


Note: Important to confirm so that we are all operating under the same baseline set of


assumptions.


○ Partner with OHRM to identify, gather and research recruitment, hiring, and retention best


practices  topics that could be made available quickly to GSA, for example:


■ Research and collect  best practices for other agencies who have a robust diversity


and inclusion hiring program and practice.


■ Historic myths vs facts using data analysis to look at GSA demographics


■ Understanding diversity and inclusion's biggest focus may be  race but it also


includes neurodiversity, gender,  ethnic groups, age, religion, sexual orientation,


citizenship status, military service and mental and physical conditions, as well as


other distinct differences between people.


■ Creating a partnership with the Office of Civil Rights and OHRM by sharing


information and promoting awareness and generating support for diversity and


inclusion.


○ Identify training and education should be developed for or made available to GSA


employees and leadership.


■ Determine what training may be appropriate to mandate for supervisors, managers,


and leadership


● To assist with recruitment and selection, hiring and retention.


Note: Important to confirm so that we are all operating under the same baseline set of assumptions.


● Identify  internal and external groups our subteam would need to  connect with in order to build


alliances and partnerships to champion and pursue goals and objectives.
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○ Develop and outreach and communication strategy or plan to describing how we envision


that outreach


■ Maybe this action is developed jointly with our Board’s outreach and communication


subteam?


■ Maybe we come up with an approach that involves jointly developing a partnership


agreement with those entities we identify as  critical to build an alliance with in


order to build consensus?


● Research and collect Recruitment, Hiring, and Retention best practices from other federal agencies


and evaluate for influence to OHRM and for more immediate implementation within PT.


○ CIA Diversity  Best Practices


■ Contact CIA representatives to discuss their practices


● Program structure


● Where to recruit


● Pre-recruiting outreach to High Schools, etc.


■ Set up a CIA presentation for the Advisory Group


■ Set up a CIA presentation or sharing session with Human Resources


● Seek Chad’s advice on best way to proceed


● How to ensure participation


○ Develop an action plan and  recommendations


■ Focused recruiting groups


○ Position Descriptions: how are they  fostering diversity


○ Selection Committees: biases, how participants are chosen


■ Identify & recommend to PT leadership for potential implementation within our


division


○ Blind application processes


■ Research examples


■ Identify steps needed for implementation


■ Develop and action plan for PBS


■ Determine what approvals would be needed and what actions would be necessary


for implementation


○ Identify linkages to promotions and work assignments


○ Opportunities within the organization (both formal and informal)


■ Identify internal and external programs that promote career development and


growth.


■ Incentive programs available for current employees such as Student Loan Repayment


programs, leadership programs, etc.


■ Mentorship programs
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● Identify Resources and Develop Recommendations tailored to GSA


○ New and innovative best practices in Recruitment Strategies


■ Non-traditional outreach and recruitment strategies and tactics designed to attract


the best talent based on diverse demographics.


○ New and innovative best practices in Hiring Strategies


■ Position Descriptions


● Are they limiting selectees


● Ways to mitigate biases when recruiting


■ Blind application processes


● Research examples


● Identify steps needed for implementation


● Develop and action plan for PBS


● Determine what approvals would be needed and what actions would be


necessary for implementation


■ Revisit interview techniques


■ Revisit job application qualifications based on non-traditional criteria


○ New and innovative Retention Strategies


■ Implement new strategies to retain diverse workforce


● Career ladder opportunities


● Education and skill training


● Participation in high profile project program and initiatives


● Mentor opportunities


● Develop a series of “What Would You Do?” scenarios to spark discussions


○ Determine media or platform to offer “What Would You Do?” education series


■ Recurring meeting?


■ Other opportunities to facilitate/led this education series


Outcomes:


● Share  (within 60 days of charter acceptance) within PT recruiting, hiring, and retention information


related to diversity and inclusion


● Generate awareness of the Diversity and Inclusion Advisory Board


● Provide PT employees access to a wide range of diversity and inclusion educational materials


related to recruiting, hiring & retention and share with other business lines


● Identify and recommend appropriate curriculums for Senior leaders, managers/supervisors, HR


specialists, new employees, and other employees interested in expanding their understanding of


diversity issues in hiring practices.
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● Recommend to PT leadership best practices for diversity & inclusion for implementation in


divisional hiring starting in FY21.


● Encourage employees to think reflectively about themselves and diversity issues.


● Support informed participation in Board-sponsored discussions.


3 Subteam Roles and Responsibilities


Team Lead: Guides the subteam and coordinates its high level direction and activities. Coordinates


and plans subteam activities, drafts action plans, tracks progress, and organizes and supports


subteam members. Ensures that all members have an opportunity to speak and share their ideas


and thoughts. Encourages brainstorming and energizes the subteam. Ensures that there is a


general consensus on the activities and actions the subteam chooses to pursue.


Responsible for reporting the status of subteam activities to the larger Board. As needed,


advocates on behalf of the subteam to the Planning/Coordination team. Seeks specific resources


and support for the subteam as needed. Seeks additional participation to ensure the longevity of


the subteam.


Subteam members: Participate in subteam meetings based upon availability. Come with an open


mind and respect for all members. Responsible for sharing ideas, offering encouragement, listening


carefully to others, and volunteering for specific tasks or activities based upon their interests.


Responsible for following through on commitments and to notify the subteam if their availability


changes. Provides the status of their tasks, and asks for help if needed. Seeks additional


participation to ensure the longevity of the subteam.


4 Milestones, Risks, Constraints and Change Management


Milestones:
Hold first brainstorming meeting:  August 10, 2020
Finalize Sub Team Charter - September 1, 2020
Identify initial team activities - September 1, 2020
Issue first educational materials: NLT September 18, 2020
Align actions with Communication subteam - September 25, 2020
Outline activities for 2021 - October 9, 2020
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Risks and Constraints:
The subteam members are


Participation/Resource Availability: Subteam members have full work and personal lives, and subteam
activities will need to fit within those time constraints.


Support: The subteam will need the continued and vocal support of PBS leadership in order to support
work time for subteam activities, to issue educational materials, to make some training required or
encouraged for specific groups, and to partner with groups inside and outside GSA that have collections of
educational material.


Budget: Training  courses and resources will incur a cost to make them available to PBS employees.


5 Assumptions


● Senior Leadership agrees that providing education to improve diversity and inclusiveness is vital to
PBS’ success.


● Senior Leadership is willing to make appropriate training required for specific groups and will
continue to fund refresher training.


● The Board and subteam are long-term entities which will require sustained support.
● The subteam will reach out to other organizations and Agencies (through the appropriate channels)


to share best practices and to coordinate activities.
● Senior Leadership will meet with the Board as needed.


7 Subteam Role and Authorization


The subteam will meet regularly and will coordinate with the D&I planning  committee to discuss all major
issues and strategies, as well as to provide insight and feedback to each other. Other D&I members will be
kept informed of all activities and progress.


Tiffany Simon,
Subteam Lead


is authorized to coordinate the creation of an Education subteam, as described
in this Charter.


D&I Planning/Coordination
Team


agrees to support, promote, provide top level cover, and shepherd the
objectives of the Education subteam toward successful results, as described in
this Charter.


8 Approval


By signing, you agree to this document as the formal Charter statement sanctioning work to begin on the project.
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Signature


Name
Lo Hammons


Title D&I Program Coordinator
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Statement of Purpose 
 
The purpose of this document is to provide a list of key organizations for OIGs to post vacancy 
announcements, develop relationships with career placement officials, increase the awareness 
of the type of careers available in federal OIGs, and increase the awareness amongst federal 
hiring officials about the myriad of minority serving organizations. While this list is my no mean 
exhaustive, it provides OIGs an entry to minority serving organizations.  
 
The goal of the Staffing, Hiring, and Recruitment subcommittee of CIGIES Diversity, Equity, and 
Inclusion committee is to identify and promote successful techniques for integrating diversity, 
equity, and inclusion initiatives into human capital strategies to attract, recruit, and maximize 
talent.  
 
This effort is also consistent with President Bidens executive order On Advancing Racial Equity 
and Support for Underserved Communities Through the Federal Government. In that E.O, the 
President states that “[b]y advancing equity across the Federal Government, we can create 
opportunities for the improvement of communities that have been historically underserved, 
which benefits everyone.” 
 
The subcommittee believes this directory will facilitate greater interaction between CIGIE, its 
member offices, and these minority serving organizations.  
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Key Career Services Organizations for Underrepresented Communities 
 
ACCESS – The Arab Community Center for Economic and Social Services (ACCESS) strives to 
enable and empower individuals, families and communities to lead informed, productive and 
culturally sensitive lives. As a nonprofit model of excellence, they honor Arab American heritage 
through community-building and service to all those in need, of every heritage. ACCESS is a 
strong advocate for cultural and social entrepreneurship imbued with the values of community 
service, healthy lifestyles, education and philanthropy.  
 
https://www.accesscommunity.org/employment-services/employer-resources  
 
 
Arabia Work – Arabia Works is a platform that allows employers to post job opportunities and 
build and engage with a professional network.  
 
https://www.arabiawork.com/arabiawork/index.php/en/  
 
 
HBCU Careers – This website allows employers to post openings and becoming a featured 
employer. You may also upcoming career events. The website contains a host of information 
about Historically Black Colleges and Universities.  
 
https://www.hbcucareers.com/  
 
 
Jewish Vocational Services – JVS Career Services is an organization that supports its community 
by helping job-seeking individuals and companies find each other and form stronger, more 
satisfying and more productive relationships. 
 
https://www.jvscareers.org/joblistings/  
 
 
NAACP Job Finder - For employers, the NAACPJobFinder represents an essential resource to 
recruit, brand, and promote diversity initiatives with the NAACP. Reach one of the largest US 
minority communities and attract and identify key high-performance leaders on this niche job 
board. 
 
https://www.naacpjobfinder.com  
 
 
National Urban League Jobs Network - Every day recruiters from the largest brands and 
Fortune 500 companies across the country, post openings on the National Urban League's Jobs 



https://www.accesscommunity.org/employment-services/employer-resources

https://www.arabiawork.com/arabiawork/index.php/en/

https://www.hbcucareers.com/

https://www.jvscareers.org/joblistings/

https://www.naacpjobfinder.com/
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Network. They have also designed a series of recruiting events that bring out talent managers 
for networking and on the spot interviews.  
 
https://www.nuljobsnetwork.com  
 
 
Native Hire - The Tribal Employment Database is a place to post job, training and 
apprenticeship opportunities geared toward Native American job seekers. 
 
https://www.nativehire.org  
 
 
Professional Diversity Network - Since 2003 the Professional Diversity Network’s mission has 
been to provide diverse communities with a trusted professional network, which pairs job 
seekers with employers who are serious about building a diverse workforce to meet the needs 
of an increasingly diverse customer base. There are seven culturally distinct websites in The 
Professional Diversity Network (see below). Professional Diversity Network is able to offer a full 
suite of Diversity Recruitment solutions to Employers and Job seeker alike.  
 
https://www.prodivnet.com 
 
Asian Career Network - https://www.acareers.net  
Black Career Network - https://www.blackcareernetwork.com  
iHispano - https://www.ihispano.com  
Military 2 Career - https://www.military2career.com 
Out Professional Network - https://www.outpronet.com 
Pro Able - https://www.proable.net 
Women’s Career Channel - https://www.womenscareerchannel.com  



https://www.nuljobsnetwork.com/

https://www.nativehire.org/

https://www.prodivnet.com/

https://www.acareers.net/

https://www.blackcareernetwork.com/

https://www.ihispano.com/

https://www.military2career.com/

https://www.outpronet.com/

https://www.proable.net/

https://www.womenscareerchannel.com/
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List of Historically Black Colleges and Universities 
 
We identified 111 institutions that identify as Historically Black Colleges and Universities 
(HBCUs) or historically black constituent institutions. Cheyney University of Pennsylvania was 
the first HBCU, founded in 1837, to help educate African American students when they were 
not allowed to enroll into other schools. Today, they still serve a major role in educating African 
American students and other students of various ethnic backgrounds. 
 
HBCUs have provided undergraduate training for three fourths of all black persons holding a 
doctorate degree; three fourths of all black officers in the armed forces; and four fifths of all 
black federal judges. HBCUs continue to rank high in terms of the proportion of graduates who 
pursue and complete graduate and professional training. 
 
Below, we hyperlink to the institutions’ website both in alphabetical order and by state. 
 
Alphabetical: 
 


Alabama A&M University  
Alabama State University   
Albany State University  
Alcorn State University  
Allen University  
American Baptist College  
University of Arkansas at Pine Bluff  
Arkansas Baptist College  
Barber-Scotia College  
Benedict College  
Bennett College  
Bethune-Cookman University  
Birmingham-Easonian Baptist Bible College  
Bishop State Community College  
Bluefield State College  
Bowie State University  
Carver College   
Central State University  
Charles Drew University of Medicine and Science   
Cheyney University of Pennsylvania   
Claflin University  
Clark Atlanta University  



http://www.aamu.edu/

http://www.alasu.edu/

http://www.asurams.edu/

http://www.alcorn.edu/

http://www.allenuniversity.edu/

http://www.abcnash.edu/

https://www.uapb.edu/

http://www.arkansasbaptist.edu/

http://www.b-sc.edu/

http://www.benedict.edu/

http://www.bennett.edu/

http://www.cookman.edu/

http://www.birminghameasonianbaptistbiblecollege.com/

http://www.bishop.edu/

http://www.bluefieldstate.edu/

http://www.bowiestate.edu/

http://www.carver.edu/

http://www.centralstate.edu/

http://www.cdrewu.edu/

http://www.cheyney.edu/

http://www.claflin.edu/

http://www.cau.edu/
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Clinton College  
Coahoma Community College  
Coppin State University  
Delaware State University   
Denmark Technical College  
Dillard University  
University of the District of Columbia   
Edward Waters College  
Elizabeth City State University  
Fayetteville State University   
Fisk University  
Florida A&M University  
Florida Memorial University   
Fort Valley State University   
Gadsden State Community College  
Grambling State University   
Hampton University  
Harris-Stowe State University  
Hinds Community College  
Hood Theological  
Howard University  
Huston-Tillotson University  
Interdenominational Theological Center   
J. F. Drake State Technical College   
Jackson State University  
Jarvis Christian College  
Johnson C. Smith University   
Johnson C Smith Theological Seminary   
Kentucky State University   
Knoxville College  
Lane College   
Langston University  
Lawson State Community College  
LeMoyne-Owen College  
Lincoln University (PA)  
Lincoln University (MO)  
Livingstone College  
University of Maryland Eastern Shore   



http://www.clintoncollege.edu/

http://www.coahomacc.edu/

http://www.coppin.edu/

http://www.desu.edu/

http://www.denmarktech.edu/

http://www.dillard.edu/

http://www.udc.edu/

http://www.ewc.edu/

http://www.ecsu.edu/

http://www.uncfsu.edu/

http://www.fisk.edu/

http://www.famu.edu/

http://www.fmuniv.edu/

http://www.fvsu.edu/

http://www.gadsdenstate.edu/

http://www.gram.edu/

http://www.hamptonu.edu/

http://www.hssu.edu/

http://www.hindscc.edu/

http://www.hoodseminary.edu/

http://www2.howard.edu/

http://www.htu.edu/

http://www.itc.edu/

http://www.drakestate.edu/

http://www.jsums.edu/

http://www.jarvis.edu/

http://www.jcsu.edu/

http://www.smithseminary.org/

http://www.kysu.edu/

http://www.knoxvillecollege.edu/

http://www.lanecollege.edu/

http://www.langston.edu/

http://www.lawsonstate.edu/

http://www.loc.edu/

http://www.lincoln.edu/

http://www.lincolnu.edu/

http://www.livingstone.edu/

http://www.umes.edu/
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Meharry Medical College  
Miles College   
Miles School of Law  
Mississippi Valley State University   
Morehouse College  
Morehouse School of Medicine   
Morgan State University  
Morris Brown College  
Morris College   
Norfolk State University  
North Carolina A&T State University   
North Carolina Central University   
Oakwood University  
Paine College  
Paul Quinn College  
Payne Theological  
Philander Smith College  
Prairie View A&M University   
Rust College  
Savannah State University   
Selma University  
Shaw University  
Shelton State Community College  
Shorter College  
Simmons College of Kentucky  
South Carolina State University   
Southern University at New Orleans   
Southern University at Shreveport   
Southern University and A&M College  
Southwestern Christian College  
Spelman College   
St. Augustine's University   
St. Philip's College   
Stillman College  
Talladega College  
Tennessee State University   
Texas College   
Texas Southern University   



http://www.mmc.edu/

http://www.miles.edu/

http://www.mlaw.edu/

http://https/www.mvsu.edu/

http://www.morehouse.edu/

http://www.msm.edu/

http://morgan.edu/

http://morrisbrown.edu/

http://morris.edu/

http://www.nsu.edu/

http://www.ncat.edu/

http://www.nccu.edu/

http://www.oakwood.edu/

http://www.paine.edu/

http://www.pqc.edu/

http://payne.edu/

http://www.philander.edu/

https://www.pvamu.edu/

http://www.rustcollege.edu/

http://www.savannahstate.edu/

http://selmauniversity.edu/

http://www.shawu.edu/

http://sheltonstate.edu/

http://www.shortercollege.edu/

http://www.simmonscollegeky.edu/

http://www.scsu.edu/

http://www.susla.edu/

http://www.susla.edu/

http://www.subr.edu/

http://www.swcc.edu/

http://www.spelman.edu/

http://www.st-aug.edu/

http://www.alamo.edu/

http://www.stillman.edu/

http://www.talladega.edu/

http://www.tnstate.edu/

http://www.texascollege.edu/

http://www.tsu.edu/
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Tougaloo College  
Trenholm State Community College  
Tuskegee University  
University of the Virgin Islands  
Virginia State University   
Virginia Union University   
Virginia University of Lynchburg   
Voorhees College   
West Virginia State University  
Wilberforce University  
Wiley College  
Winston-Salem State University  
Xavier University of Louisiana   


 
  



http://www.tougaloo.edu/

http://www.trenholmstate.edu/

http://www.tuskegee.edu/

http://www.uvi.edu/

http://www.vsu.edu/

http://www.vuu.edu/

http://www.vul.edu/

http://www.voorhees.edu/

http://www.wvstateu.edu/

http://www.wilberforce.edu/

http://www.wileyc.edu/

http://www.wssu.edu/

http://www.xula.edu/
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By State: 
 
Alabama 
Alabama A&M University 
Alabama State University  
Gadsden State Community College 
J. F. Drake State Technical College 
Lawson State Community College 
Miles College 
Miles School of Law 
Oakwood University 
Selma University 
Shelton State Community College 
Stillman College 
Talladega College 
Tuskegee University 
Trenholm State Community College 
 
Arkansas 
University of Arkansas at Pine Bluff 
Arkansas Baptist College 
Philander Smith College 
Shorter College 
 
California 
Charles Drew University of Medicine and Science 
 
Delaware 
Delaware State University 
 
District of Columbia 
University of the District of Columbia 
Howard University 
 
Florida 
Bethune-Cookman University 
Edward Waters College 
Florida A&M University 
Florida Memorial University 
 
Georgia 
Albany State University 
Carver College  
Clark Atlanta University 
Fort Valley State University 
Interdenominational Theological Center 



http://www.aamu.edu/

http://www.alasu.edu/

http://www.gadsdenstate.edu/

http://www.drakestate.edu/

http://www.lawsonstate.edu/

http://www.miles.edu/

http://www.mlaw.edu/

http://www.oakwood.edu/

http://selmauniversity.edu/

http://sheltonstate.edu/

http://www.stillman.edu/

http://www.talladega.edu/

http://www.tuskegee.edu/

http://www.trenholmstate.edu/

https://www.uapb.edu/

http://www.arkansasbaptist.edu/

http://www.philander.edu/

http://www.shortercollege.edu/

http://www.cdrewu.edu/

http://www.desu.edu/

http://www.udc.edu/

http://www2.howard.edu/

http://www.cookman.edu/

http://www.ewc.edu/

http://www.famu.edu/

http://www.fmuniv.edu/

http://www.asurams.edu/

http://www.carver.edu/

http://www.cau.edu/

http://www.fvsu.edu/

http://www.itc.edu/
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Johnson C. Smith University 
Morehouse College 
Morehouse School of Medicine 
Morris Brown College 
Paine College 
Savannah State University 
Spelman College 
 
Kentucky 
Kentucky State University 
Simmons College of Kentucky 
 
Louisiana 
Dillard University 
Grambling State University 
Southern University at New Orleans 
Southern University at Shreveport 
Southern University and A&M College 
Xavier University of Louisiana 
 
Maryland 
Bowie State University 
Coppin State University 
University of Maryland Eastern Shore 
Morgan State University 
 
Mississippi 
Alcorn State University 
Coahoma Community College 
Hinds Community College 
Jackson State University 
Mississippi Valley State University 
Rust College 
Tougaloo College 
 
Missouri  
Harris-Stowe State University 
Lincoln University (MO) 
 
North Carolina 
Barber-Scotia College 
Bennett College 
Elizabeth City State University 
Fayetteville State University 
Hood Theological 
Johnson C. Smith University 



http://www.jcsu.edu/

http://www.morehouse.edu/

http://www.msm.edu/

http://morrisbrown.edu/

http://www.paine.edu/

http://www.savannahstate.edu/

http://www.spelman.edu/

http://www.kysu.edu/

http://www.simmonscollegeky.edu/

http://www.dillard.edu/

http://www.gram.edu/

http://www.susla.edu/

http://www.susla.edu/

http://www.subr.edu/

http://www.xula.edu/

http://www.bowiestate.edu/

http://www.coppin.edu/

http://www.umes.edu/

http://morgan.edu/

http://www.alcorn.edu/

http://www.coahomacc.edu/

http://www.hindscc.edu/

http://www.jsums.edu/

http://https/www.mvsu.edu/

http://www.rustcollege.edu/

http://www.tougaloo.edu/

http://www.hssu.edu/

http://www.lincolnu.edu/

http://www.b-sc.edu/

http://www.bennett.edu/

http://www.ecsu.edu/

http://www.uncfsu.edu/

http://www.hoodseminary.edu/

http://www.jcsu.edu/
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Livingstone College 
North Carolina A&T State University 
North Carolina Central University 
Shaw University 
St. Augustine's University 
Winston-Salem State University 
 
Ohio 
Central State University 
Payne Theological 
Wilberforce University 
 
Oklahoma 
Langston University 
 
Pennsylvania 
Cheyney University of Pennsylvania 
Lincoln University (PA) 
 
South Carolina 
Allen University 
Benedict College 
Claflin University 
Clinton College 
Denmark Technical College 
Morris College 
South Carolina State University 
Voorhees College 
 
 
Tennessee 
American Baptist College 
Fisk University 
Knoxville College 
Lane College 
LeMoyne-Owen College 
Meharry Medical College 
Tennessee State University 
 
Texas 
Huston-Tillotson University 
Jarvis Christian College 
Paul Quinn College 
Prairie View A&M University 
Southwestern Christian College 
St. Philip's College 



http://www.livingstone.edu/

http://www.ncat.edu/

http://www.nccu.edu/

http://www.shawu.edu/

http://www.st-aug.edu/

http://www.wssu.edu/

http://www.centralstate.edu/

http://payne.edu/

http://www.wilberforce.edu/

http://www.langston.edu/

http://www.cheyney.edu/

http://www.lincoln.edu/

http://www.allenuniversity.edu/

http://www.benedict.edu/

http://www.claflin.edu/

http://www.clintoncollege.edu/

http://www.denmarktech.edu/

http://morris.edu/

http://www.scsu.edu/

http://www.voorhees.edu/

http://www.abcnash.edu/

http://www.fisk.edu/

http://www.knoxvillecollege.edu/

http://www.lanecollege.edu/

http://www.loc.edu/

http://www.mmc.edu/

http://www.tnstate.edu/

http://www.htu.edu/

http://www.jarvis.edu/

http://www.pqc.edu/

https://www.pvamu.edu/

http://www.swcc.edu/

http://www.alamo.edu/
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Texas College 
Texas Southern University 
Wiley College 
 
US Virgin Islands 
University of the Virgin Islands 
 
Virginia 
Hampton University 
Norfolk State University 
Virginia State University 
Virginia Union University 
Virginia University of Lynchburg 
 
 
West Virginia 
Bluefield State College 
West Virginia State University 
 
 
 



http://www.texascollege.edu/

http://www.tsu.edu/

http://www.wileyc.edu/

http://www.uvi.edu/

http://www.hamptonu.edu/

http://www.nsu.edu/

http://www.vsu.edu/

http://www.vuu.edu/

http://www.vul.edu/

http://www.bluefieldstate.edu/

http://www.wvstateu.edu/
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Women’s Colleges 
 
The below list was obtained from the Women’s College Coalition, whose mission is to transform 
the world through the education and success of women and girls. The coalition serves member 
colleges and universities in the United States and Canada by conducting collaborative research; 
introducing women and their families to women’s colleges through admissions advocacy 
programs; and bringing together women’s college leaders to collaborate and to explore the 
issues in higher education today.   
 
Women’s colleges are as diverse as the women they serve.  They are in metropolitan areas and 
small towns.  They offer everything from traditional liberal arts courses to pre-professional 
programs.  They can be secular or affiliated with a faith tradition.  You can live on campus or 
enroll in an evening or weekend program if you’re working or have family 
commitments.  Despite all the choices they offer, they all offer a commitment to women’s 
success and well-being. 
 
 
Agnes Scott College - For more than 125 years Agnes Scott College has educated and 
empowered intelligent women. Through the new SUMMIT curriculum, Agnes Scott has 
reinvented the liberal arts and sciences for the 21st century so that ever women graduates 
ready to become a leader in a global society. 
 
Alverno College - Founded in 1887 by the School Sisters of St. Francis, Alverno College promotes 
the academic, personal and professional development of its students in a collaborative and 
inclusive environment. For more than 130 years, we’ve been changing lives with our powerful 
combination of liberal arts education and career readiness. 
 
Barnard College - When it was founded in 1889, Barnard was one of very few American colleges 
where women could receive the same rigorous and challenging education available to men. The 
College was named after Frederick A.P. Barnard, then the 10th president of Columbia 
University, who fought unsuccessfully to admit women to Columbia. Today, Barnard is one of 
the most selective academic institutions in the country and remains devoted to empowering 
extraordinary women to become even more exceptional. 
 
Bay Path University - Bay Path University was founded in 1897 in Springfield, Massachusetts, as 
a coeducational business school offering programs in accounting, business administration, 
secretarial science, and business teacher training.  In 1945, Bay Path moved to Longmeadow, 
Massachusetts, and it restricted its enrollment to young women.  Four years later, it received 
approval to be chartered as Bay Path Junior College.  In 1988, the Massachusetts Board of 
Regents of Higher Education authorized Bay Path Junior College to become a four-year degree-
granting institution, and its name was officially changed to Bay Path College. Maintaining its 
commitment to women-only undergraduate programs, in 2014 Bay Path launched The 
American Women's College, the first all-women, all-online accredited bachelor’s degree 



https://www.womenscolleges.org/colleges/agnes-scott-college

https://www.womenscolleges.org/colleges/alverno-college

https://www.womenscolleges.org/colleges/barnard-college

https://www.womenscolleges.org/colleges/bay-path-university
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program in the country. After introducing coeducational graduate programs in 2000, in 2014 
the College became Bay Path University. Today, the university offers over 70 undergraduate 
programs for women and over 30 graduate programs for women and men, including doctorate 
degrees. 
 
Bennett College - Bennett College is the only historically African American college for women in 
North Carolina and is one of two such HBCUs in the country.  Founded in 1873 as a coed 
institution and reorganized as a college exclusively for women in 1926, today Bennett is a 
private, four-year liberal arts college affiliated with the United Methodist Church. 
 
Brenau University - Founded as a private institution for the education of women, Brenau 
University began in 1878 as the Georgia Baptist Female Seminary. Two years later, H.J. Pearce 
purchased the institution and renamed it Brenau, a linguistic blend of the German word 
"brennen," which means to burn, and the Latin word "aurum" for gold, corresponding to the 
institution's motto "as gold refined by fire." Today, Brenau is an innovative, comprehensive 
university with coeducation programs through the doctoral level that retains its historic 
Women's College. 
 
Brescia University College - Brescia University College was founded in 1919 by the Ursuline 
Sisters, strong women of faith who are committed to social justice, community service and the 
development of women in our changing world.  
 
Bryn Mawr College - When Bryn Mawr College opened its doors in 1885, it offered women a 
more ambitious academic program than any previously available to them in the United States. 
Other women's colleges existed, but Bryn Mawr was the first to offer graduate education 
through the Ph.D.—a signal of its founders' refusal to accept the limitations imposed on 
women's intellectual achievement at other institutions. 
 
Cedar Crest College - Since its founding in 1867, Cedar Crest College has taken a bold approach 
to education - creating a college and a curriculum designed for women who want to achieve at 
the highest levels! 
 
College of Saint Benedict - Founded in 1913, the College of Saint Benedict embraces the rich 
heritage of bold leadership and pioneering spirit of its Benedictine founders, the Sisters of Saint 
Benedict's Monastery. The college’s dedication to the power of the liberal arts is a cornerstone 
of the Benedictine wisdom tradition. In addition, the college expresses its Benedictine character 
through the practice of enduring Benedictine values, including community, hospitality and 
service. 
 
College of Saint Mary - Catherine McAuley, founder of the Sisters of Mercy and an early 18th 
century Irishwoman, believed that nothing was more productive of good to society than the 
careful education of women. Her strength of conviction gave birth to what would become a 
long line of women's secondary and post-secondary schools around the globe. Mother Mary 
Leo Gallagher, another Sister of Mercy, carried on the tradition and opened the doors of 



https://www.womenscolleges.org/colleges/bennett-college

https://www.womenscolleges.org/colleges/brenau-university

https://www.womenscolleges.org/colleges/brescia-university-college

https://www.womenscolleges.org/colleges/bryn-mawr-college

https://www.womenscolleges.org/colleges/cedar-crest-college

https://www.womenscolleges.org/colleges/college-saint-benedict

https://www.womenscolleges.org/colleges/college-saint-mary
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College of Saint Mary in 1923. In the old Continental Hotel at 15th and Castelar Streets, the 
work began. In November 1950, the Sisters purchased 80 acres of land next to a dirt road 
named 72nd Street and what would then become Mercy Road. A $3 million construction 
project began in March 1953 and by May 1955, College of Saint Mary was a reality. By 1958, 
College of Saint Mary had become a four-year fully-accredited college. Today, the College 
continues its affiliation with the Sisters of Mercy and is proud of its tradition of women leading 
the way. 
 
Converse College - Although the doors of Converse opened October 1, 1890, the first step 
towards the founding of the college was taken in 1889 when a prominent attorney assembled a 
group of Spartanburg citizens to discuss the project. Among the 13 men was Dexter Edgar 
Converse, a native of Vermont who had settled in Spartanburg before the Civil War. His 
contributions to the college were so valuable it was given his name. 
 
Cottey College - Cottey College was founded in 1884 by Virginia Alice Cottey. She said,"When I 
was a small child I read a book about Mary Lyon, the founder of Mount Holyoke College for 
Women. It gave me a purpose in life and I devoted all my energy to learning and teaching so 
that if the time ever came when I could found my own school, I would be ready." 
 
Hollins University - Initially established in 1842 as Valley Union Seminary, a coeducational 
college, Hollins became an institution for women in 1852. Three years later, it was renamed 
Hollins in recognition of benefactors John and Ann Halsey Hollins. 
 
Judson College - In 1838, at a time when formal education for women was rare, several people 
of extraordinary faith and vision had the goal of establishing a school in Marion, Alabama to 
provide young women with an education of the same quality men received at Harvard or Yale. 
The founders named the school The Judson Female Institute after Ann Hasseltine Judson, the 
first American woman to serve as a foreign missionary. 
 
Mary Baldwin University - Founded as Augusta Female Seminary in 1842 by Rufus W. Bailey, 
Mary Baldwin University is the oldest institution of higher education for women in the nation 
affiliated with the Presbyterian Church. Among its first students, totaling 57 young women 
(paying as much as $60 per semester to attend), was Mary Julia Baldwin. 
 
Meredith College - Meredith College has been educating strong, confident women for more 
than a century. Chartered in 1891, the College opened with 200 students and a mission to 
provide a first-rate course of female education. Today Meredith is one of the largest 
independent women’s colleges in the U.S., graduating nearly 500 students each year who come 
from across the country and around the world. 
 
Mills College - The first women’s college west of the Rockies, Mills College has been leading 
change and defying convention since its founding in 1852—a legacy that continues today 
throughout our undergraduate and graduate programs. Over the decades, Mills “firsts” have 
been numerous: the first laboratory school west of the Mississippi for aspiring teachers (1926); 



https://www.womenscolleges.org/colleges/converse-college

https://www.womenscolleges.org/colleges/cottey-college

https://www.womenscolleges.org/colleges/hollins-university

https://www.womenscolleges.org/colleges/judson-college

https://www.womenscolleges.org/colleges/mary-baldwin-university

https://www.womenscolleges.org/colleges/meredith-college

https://www.womenscolleges.org/colleges/mills-college

https://www.mills.edu/uniquely-mills/history-traditions/index.php

https://www.mills.edu/academics/undergraduate-programs/index.php

https://www.mills.edu/academics/program-finder/index.php?programType=pt_graduate_programs
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the first women’s college to offer a computer science major (1974); the first and only women’s 
college to reverse a decision to go coed (1990); the first business school in the West dedicated 
to advancing women (2005); and, in 2014, the first women’s college in the US to introduce a 
formal transgender admission policy. 
 
Moore College of Art and Design - Founded by Sarah Worthington Peter in 1848, Moore College 
of Art & Design is the first and only women’s visual arts college in the nation. Established as the 
Philadelphia School of Design for Women, the College continues to thrive on the promise of 
empowering women to achieve financial independence by providing a high-quality, career-
focused education.  
 
Mount Holyoke College - Chemist and educator Mary Lyon founded Mount Holyoke College 
(then called Mount Holyoke Female Seminary) in 1837, nearly a century before women gained 
the right to vote. As the first of the Seven Sisters—the female equivalent of the once 
predominantly male Ivy League—Mount Holyoke has led the way in women's education. 
 
Mount Saint Mary's University - Mount Saint Mary’s University was established in 1925 by the 
Sisters of St. Joseph of Carondelet. Since their founding in Le Puy, France, in 1650, the Sisters of 
St. Joseph of Carondelet (CSJs) have been faithful to their original mission of "helping women 
become all they are capable of being" and of "serving all persons without distinction." 
 
Mount Saint Vincent University - MSVU is located just minutes from downtown Halifax, and is 
recognized for its small class sizes and personalized approach to learning. A diverse mix of 4,000 
people from across Canada and more than 70 countries take advantage of its programs and 
unique sense of community through on-campus classes and online learning opportunities.  
 
Notre Dame of Maryland University - Established by the School Sisters of Notre Dame, Notre 
Dame of Maryland University has anticipated and met contemporary needs with visionary and 
pragmatic educational programs since 1895. It was the first Catholic college for women to 
award the 4-year baccalaureate degree. 
 
Russell Sage College of the Sage Colleges - Russell Sage College was founded in Troy in 1916 by 
suffragist Margaret Olivia Slocum Sage, with the guidance of Eliza Kellas, head of the college 
preparatory Emma Willard School (also located in Troy). Together they founded Russell Sage 
College as a school of practical arts, one of the very first institutions to offer women the means 
of economic and social independence through preparation for professional careers. 
 
Saint Mary's College - Saint Mary’s promotes a life of intellectual vigor, aesthetic appreciation, 
religious sensibility, and social responsibility. Founded in 1844 by the Sisters of the Holy Cross, 
Saint Mary’s College’s is a four-year, Catholic, residential, women’s liberal arts college offering 
five bachelor’s degrees and more than 30 major areas of study. Online and hybrid graduate 
programs are offered in several in-demand fields.  
 



https://www.womenscolleges.org/colleges/moore-college-art-and-design

https://www.womenscolleges.org/colleges/mount-holyoke-college

https://www.womenscolleges.org/colleges/mount-saint-marys-university

https://www.womenscolleges.org/colleges/mount-saint-vincent-university

https://www.womenscolleges.org/colleges/notre-dame-maryland-university

https://www.womenscolleges.org/colleges/russell-sage-college-sage-colleges

https://www.womenscolleges.org/colleges/saint-marys-college
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Salem College - Believing that women deserved an education comparable to that given men -- a 
radical view for that era -- the Moravians began a school for girls in 1772. In 1802, it became a 
boarding school for girls and young women; in 1866, it was renamed Salem Female Academy. 
Salem began granting college degrees in the 1890s. 
 
Scripps College - Educator, publisher, and philanthropist Ellen Browning Scripps dedicated her 
dreams as well as her resources to pioneering an innovative setting for women's education as 
an integral part of The Claremont Colleges. At ninety years of age, she still saw life in terms of 
possibility and spoke of the women's college that opened its doors in 1926 as her "new 
adventure." 
 
Simmons University - Simmons College was founded in 1899 by Boston businessman John 
Simmons, who had a revolutionary idea — that women should be able to earn independent 
livelihoods and lead meaningful lives. It was this same spirit of inclusion and empowerment 
that produced the first African-American Simmons graduate in 1914, and made Simmons one of 
the only private colleges that did not impose admission quotas on Jewish students during the 
first half of the 1900s. 
 
Smith College - Smith College is a distinguished liberal arts college committed to providing the 
highest quality undergraduate education for women to enable them to develop their intellects 
and talents and to participate effectively and fully in society. 
 
The college was founded in 1871 by Sophia Smith, who decided to leave that leaving her 
inheritance to found a women’s college was the best way for her to fulfill a moral 
obligation. Today the college continues to benefit from a dynamic relationship between 
innovation and tradition. And while Smith’s basic curriculum of the humanities, arts and 
sciences still flourishes, the college continues to respond to the new intellectual needs of 
today’s women—offering majors or interdepartmental programs in engineering, the study of 
women and gender, neuroscience, film and media studies, Middle East studies, statistical and 
data sciences and other emerging fields. 
 
Spelman College - Spelman was founded in 1881 as Atlanta Baptist Female Seminary by Sophia 
B. Packard and Harriet E. Giles. The name was changed in 1884 to Spelman Seminary in honor 
of Mrs. Laura Spelman Rockefeller and her parents Harvey Buel and Lucy Henry Spelman, 
longtime activists in the antislavery movement. 
 
St. Catherine University - St. Catherine University, or St. Kate’s as it’s commonly known, was 
founded in 1905. Grounded in the liberal arts and the Catholic traditions of intellectual inquiry 
and social teaching, St. Kate’s educates women to lead and influence. St. Kate’s offers associate, 
bachelor and advanced degree programs in four schools: the School of Business and 
Professional Studies; the School of Humanities, Arts and Sciences; the Henrietta Schmoll School 
of Health; and the School of Social Work. With more than 60 programs of study, the College for 
Women is among the largest private women’s colleges in the nation. The University also offers 
a range of programs for women and men in the Graduate College and College for Adults. At 



https://www.womenscolleges.org/colleges/salem-college

https://www.womenscolleges.org/colleges/scripps-college

https://www.womenscolleges.org/colleges/simmons-university

https://www.womenscolleges.org/colleges/smith-college

https://www.womenscolleges.org/colleges/spelman-college

https://www.womenscolleges.org/colleges/st-catherine-university
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every degree level, St. Kate’s serves a diverse student population; developing ethical, reflective 
and socially responsible leaders. St. Kate’s president is ReBecca Koenig Roloff, a 1976 graduate 
of the University.  
 
Stephens College - The Columbia Female Academy opened in 1833 under the helm of Lucy H. 
Wales. The institution was renamed in honor of James L. Stephens in 1870, who endowed the 
College with $20,000. The first half of the 20th century saw the birth of the Ten Ideals — values 
to which Stephens women pledge to adhere — the Stephens College Children’s School, the 
country’s oldest continuously active horse-riding club, and the country’s first aviation program 
for women. Stephens launched an innovative distance-education program for Health 
Information Management in 1970, later building on the program’s success to launch 100% 
online graduate and undergraduate degrees for working professionals. 
 
Sweet Briar College - Sweet Briar was established in 1901 in the will of Indiana Fletcher 
Williams. Williams founded the school in memory of her daughter, Daisy, who had died at age 
16. The College opened in 1906 with 51 students. The A.B. degree was immediately recognized 
by graduate programs at leading universities — and three of the College’s first five graduates 
went on to pursue advanced degrees. 
 
Texas Woman’s University - Founded in 1901, Texas Woman’s has evolved into a major 
university with campuses in Denton, Dallas and Houston. With a legacy in health-related 
professions and more than half of current graduates earning a health-related degree, TWU is a 
significant economic driver for North Texas. The university offers a comprehensive catalog of 
academic studies, including baccalaureate, master’s and doctoral degrees in nursing, health 
professions, education, business and the arts and sciences. The university pioneered distance 
education and has been recognized as a leader in delivering online instruction. 
 
Trinity Washington University - Over a century ago, Trinity College was founded by the Sisters 
of Notre Dame de Namur as the nation’s first Catholic liberal arts college for women. Beginning 
with the first graduating class of 1904, the mission of Trinity has been realized in the lives of her 
graduates. 
 
Wellesley College - Wellesley College was founded in 1870 by Henry and Pauline Durant, who 
were passionate about the higher education of women. Wellesley’s first president, Ada 
Howard, and nearly all of the College’s early educators and administrators were women. 
 
Wesleyan College - Chartered in 1836, Wesleyan became the first college in the world 
chartered to grant degrees to women. Since then, we’ve sent scores of women out into the 
world to do the impossible, the amazing, and the extraordinary, like the first woman to receive 
a Doctor of Medicine degree in Georgia and the first woman to argue a case before the Georgia 
Supreme Court. 



https://www.womenscolleges.org/colleges/stephens-college

https://www.womenscolleges.org/colleges/sweet-briar-college

https://www.womenscolleges.org/colleges/texas-womans-university

https://www.womenscolleges.org/colleges/trinity-washington-university

https://www.womenscolleges.org/colleges/wellesley-college

https://www.womenscolleges.org/colleges/wesleyan-college
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Hispanic Association of Colleges and Universities List of Hispanic-Serving 
Institutions 
 
The Hispanic Association of Colleges and Universities (HACU) was established in 1986 with a 
founding membership of eighteen institutions. Because of HACU’s exemplary leadership on 
behalf of the nation’s youngest and fastest-growing population, the Association rapidly grew in 
numbers and national impact. 
 
Today, HACU represents more than 500 colleges and universities committed to Hispanic higher 
education success in the U.S., Puerto Rico, Latin America, Spain and U.S. School Districts. 
Although our member institutions in the U.S. represent only 17% of all higher education 
institutions nationwide, together they are home to two-thirds of all Hispanic college students. 
HACU is the only national educational association that represents Hispanic-Serving Institutions. 
  
HACU analysis of 2018-19 Integrated Postsecondary Education Data System data using the 
Higher Education Act federal definition of Hispanic Serving Institutions, the following lists by 
state in alphabetical order, non-profit degree-granting institutions with full-time equivalent 
undergraduate Hispanic student enrollment of at least 25%.  
 
 
 


Institution Name City State % Hispanic 


Cossatot Community College of the University 
of Arkansas 


De Queen AR 29.0% 


Arizona State University-Downtown Phoenix Phoenix AZ 32.0% 
Arizona State University-West Glendale AZ 35.6% 


Arizona Western College Yuma AZ 72.1% 


Central Arizona College Coolidge AZ 30.8% 
Chandler-Gilbert Community College Chandler AZ 26.1% 


Cochise County Community College District Sierra Vista AZ 47.2% 
CollegeAmerica-Phoenix Phoenix AZ 47.3% 


Estrella Mountain Community College Avondale AZ 54.8% 


GateWay Community College Phoenix AZ 46.7% 
Glendale Community College Glendale AZ 38.5% 
Mesa Community College Mesa AZ 29.1% 


Phoenix College Phoenix AZ 55.2% 
Pima Community College Tucson AZ 46.5% 
South Mountain Community College Phoenix AZ 57.2% 


University of Arizona Tucson AZ 26.3% 
University of Arizona-South Sierra Vista AZ 48.6% 
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Institution Name City State % Hispanic 


Allan Hancock College Santa Maria CA 64.0% 
American River College Sacramento CA 25.9% 
Antelope Valley College Lancaster CA 56.3% 


Antioch University-Santa Barbara Santa Barbara CA 25.0% 
Azusa Pacific University Azusa CA 32.8% 
Bakersfield College Bakersfield CA 69.3% 


Barstow Community College Barstow CA 40.5% 
Berkeley City College Berkeley CA 27.2% 
Brandman University Irvine CA 53.1% 


Butte College Oroville CA 28.6% 
Cabrillo College Aptos CA 48.1% 


California Baptist University Riverside CA 36.0% 


California Christian College Fresno CA 44.4% 
California College San Diego San Marcos CA 47.0% 
California College San Diego San Diego CA 36.7% 


California Lutheran University Thousand Oaks CA 33.5% 


California State Polytechnic University-Pomona Pomona CA 45.6% 


California State University-Bakersfield Bakersfield CA 56.6% 


California State University-Channel Islands Camarillo CA 51.7% 
California State University-Chico Chico CA 34.6% 
California State University-Dominguez Hills Carson CA 65.5% 


California State University-East Bay Hayward CA 36.4% 
California State University-Fresno Fresno CA 53.5% 
California State University-Fullerton Fullerton CA 43.9% 


California State University-Long Beach Long Beach CA 42.9% 
California State University-Los Angeles Los Angeles CA 67.9% 


California State University-Monterey Bay Seaside CA 47.5% 


California State University-Northridge Northridge CA 50.2% 
California State University-Sacramento Sacramento CA 32.9% 
California State University-San Bernardino San Bernardino CA 65.5% 


California State University-San Marcos San Marcos CA 46.3% 
California State University-Stanislaus Turlock CA 54.9% 


Canada College Redwood City CA 46.3% 


Casa Loma College-Van Nuys Van Nuys CA 36.0% 
CBD College Los Angeles CA 32.6% 
Cerritos College Norwalk CA 72.3% 


Cerro Coso Community College Ridgecrest CA 38.4% 


Chabot College Hayward CA 40.0% 


Chaffey College Rancho Cucamonga CA 65.1% 
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Institution Name City State % Hispanic 


Charles R Drew University of Medicine and 
Science 


Los Angeles CA 31.5% 


Citrus College Glendora CA 64.2% 
City College of San Francisco San Francisco CA 25.2% 


Clovis Community College Fresno CA 42.4% 
Coastline Community College Fountain Valley CA 30.1% 


College of Alameda Alameda CA 26.5% 


College of Marin Kentfield CA 33.4% 
College of San Mateo San Mateo CA 29.6% 
College of the Canyons Santa Clarita CA 48.8% 


College of the Desert Palm Desert CA 74.1% 


College of the Sequoias Visalia CA 69.0% 
Community Christian College Redlands CA 38.6% 


Compton College Compton CA 65.2% 
Contra Costa College San Pablo CA 46.1% 
Copper Mountain Community College Joshua Tree CA 34.9% 


Cosumnes River College Sacramento CA 27.9% 
Crafton Hills College Yucaipa CA 49.4% 
Cuesta College San Luis Obispo CA 33.2% 


Cuyamaca College El Cajon CA 32.4% 
Cypress College Cypress CA 46.6% 


De Anza College Cupertino CA 25.7% 


Diablo Valley College Pleasant Hill CA 25.2% 
East Los Angeles College Monterey Park CA 70.1% 
East San Gabriel Valley Regional Occupational 
Program 


West Covina CA 84.6% 


El Camino Community College District Torrance CA 52.5% 


Evergreen Valley College San Jose CA 42.4% 
Feather River Community College District Quincy CA 27.6% 


Foothill College Los Altos Hills CA 27.4% 
Fresno City College Fresno CA 59.1% 
Fresno Pacific University Fresno CA 50.8% 


Fullerton College Fullerton CA 55.8% 
Gavilan College Gilroy CA 61.2% 
Glendale Community College Glendale CA 29.2% 


Golden West College Huntington Beach CA 35.1% 
Grossmont College El Cajon CA 35.2% 


Hacienda La Puente Adult Education La Puente CA 36.6% 


Hartnell College Salinas CA 73.1% 
Holy Names University Oakland CA 43.2% 
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Institution Name City State % Hispanic 


Hope International University Fullerton CA 31.0% 


Humboldt State University Arcata CA 35.5% 
Humphreys University-Stockton and Modesto 
Campuses 


Stockton CA 35.4% 


Imperial Valley College Imperial CA 92.8% 


John Paul the Great Catholic University Escondido CA 26.2% 


La Sierra University Riverside CA 47.8% 
Lake Tahoe Community College South Lake Tahoe CA 30.0% 


Las Positas College Livermore CA 30.2% 
Lassen Community College Susanville CA 30.2% 
Life Pacific College San Dimas CA 38.6% 


Loma Linda University Loma Linda CA 32.9% 
Long Beach City College Long Beach CA 59.7% 
Los Angeles City College Los Angeles CA 54.8% 


Los Angeles County College of Nursing and 
Allied Health 


Los Angeles CA 45.1% 


Los Angeles Harbor College Wilmington CA 62.8% 
Los Angeles Mission College Sylmar CA 78.2% 


Los Angeles Pacific University San Dimas CA 43.3% 
Los Angeles Pierce College Woodland Hills CA 48.8% 
Los Angeles Southwest College Los Angeles CA 44.9% 


Los Angeles Trade Technical College Los Angeles CA 68.5% 
Los Angeles Valley College Valley Glen CA 50.5% 
Los Medanos College Pittsburg CA 42.9% 


Marymount California University Rancho Palos 
Verdes 


CA 39.9% 


Mendocino College Ukiah CA 37.7% 


Menlo College Atherton CA 25.5% 


Merced College Merced CA 53.8% 
Merritt College Oakland CA 34.8% 
Middlebury Institute of International Studies at 
Monterey 


Monterey CA 25.0% 


Mills College Oakland CA 29.6% 
MiraCosta College Oceanside CA 39.7% 
Mission College Santa Clara CA 28.7% 


Modesto Junior College Modesto CA 52.3% 
Monterey Peninsula College Monterey CA 47.2% 


Moorpark College Moorpark CA 34.7% 


Moreno Valley College Moreno Valley CA 67.6% 
Mount Saint Mary's University Los Angeles CA 61.1% 
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Institution Name City State % Hispanic 


Mt San Antonio College Walnut CA 61.6% 


Mt San Jacinto Community College District San Jacinto CA 52.1% 
Napa Valley College Napa CA 47.0% 
National University La Jolla CA 26.5% 


Norco College Norco CA 58.6% 
Notre Dame de Namur University Belmont CA 46.8% 


Orange Coast College Costa Mesa CA 32.9% 


Oxnard College Oxnard CA 77.2% 
Pacific Oaks College Pasadena CA 57.4% 
Pacific Union College Angwin CA 26.3% 


Palo Verde College Blythe CA 41.2% 


Palomar College San Marcos CA 45.4% 
Pasadena City College Pasadena CA 47.4% 


Porterville College Porterville CA 78.9% 
Providence Christian College Pasadena CA 30.2% 
Reedley College Reedley CA 74.2% 


Rio Hondo College Whittier CA 80.6% 
Riverside City College Riverside CA 63.9% 
Sacramento City College Sacramento CA 33.1% 


Saddleback College Mission Viejo CA 27.1% 
Saint Mary's College of California Moraga CA 27.6% 


San Bernardino Valley College San Bernardino CA 68.3% 


San Diego Christian College Santee CA 31.1% 
San Diego City College San Diego CA 55.1% 
San Diego Mesa College San Diego CA 38.7% 


San Diego Miramar College San Diego CA 27.3% 


San Diego State University San Diego CA 30.7% 
San Francisco State University San Francisco CA 34.3% 


San Joaquin Delta College Stockton CA 47.6% 
San Jose City College San Jose CA 46.7% 


San Jose State University San Jose CA 28.6% 


Santa Ana College Santa Ana CA 58.1% 


Santa Barbara City College Santa Barbara CA 36.0% 
Santa Monica College Santa Monica CA 38.3% 


Santa Rosa Junior College Santa Rosa CA 37.1% 
Santiago Canyon College Orange CA 50.9% 
Sierra College Rocklin CA 26.4% 


Skyline College San Bruno CA 32.2% 
Solano Community College Fairfield CA 31.6% 
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Institution Name City State % Hispanic 


Sonoma State University Rohnert Park CA 33.6% 


Southern California University of Health 
Sciences 


Whittier CA 27.2% 


Southwestern College Chula Vista CA 48.1% 
Taft College Taft CA 58.7% 


University of California-Irvine Irvine CA 26.1% 


University of California-Merced Merced CA 54.4% 
University of California-Riverside Riverside CA 41.1% 


University of California-Santa Barbara Santa Barbara CA 26.2% 
University of California-Santa Cruz Santa Cruz CA 27.6% 
University of La Verne La Verne CA 53.5% 


University of Redlands Redlands CA 31.9% 
University of Saint Katherine San Marcos CA 36.6% 
University of the West Rosemead CA 41.5% 


Vanguard University of Southern California Costa Mesa CA 43.1% 
Ventura College Ventura CA 62.4% 


Victor Valley College Victorville CA 58.2% 


West Hills College-Coalinga Coalinga CA 69.9% 
West Hills College-Lemoore Lemoore CA 65.6% 
West Los Angeles College Culver City CA 46.9% 


West Valley College Saratoga CA 30.9% 


Whittier College Whittier CA 50.9% 
Woodbury University Burbank CA 35.3% 


Woodland Community College Woodland CA 54.4% 
Yuba College Marysville CA 35.9% 
Adams State University Alamosa CO 37.5% 


Aims Community College Greeley CO 37.0% 


Altierus Career College-Thornton Thornton CO 71.4% 


CollegeAmerica-Denver Denver CO 51.2% 
CollegeAmerica-Fort Collins Fort Collins CO 26.5% 
Colorado State University-Pueblo Pueblo CO 33.9% 


Community College of Aurora Aurora CO 29.9% 


Community College of Denver Denver CO 33.5% 


Lamar Community College Lamar CO 29.2% 


Metropolitan State University of Denver Denver CO 29.0% 
Morgan Community College Fort Morgan CO 28.9% 
Otero Junior College La Junta CO 38.5% 


Pueblo Community College Pueblo CO 32.7% 


Trinidad State Junior College Trinidad CO 44.3% 
Capital Community College Hartford CT 30.9% 
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Institution Name City State % Hispanic 


Gateway Community College New Haven CT 28.8% 
Housatonic Community College Bridgeport CT 34.7% 


Naugatuck Valley Community College Waterbury CT 30.9% 
Norwalk Community College Norwalk CT 38.2% 
University of Connecticut-Stamford Stamford CT 29.0% 
Trinity Washington University Washington DC 31.0% 


AdventHealth University Orlando FL 33.8% 
Altierus Career College-Tampa Tampa FL 31.7% 
Atlantic Institute of Oriental Medicine Fort Lauderdale FL 37.1% 


Barry University Miami FL 34.3% 
Broward College Fort Lauderdale FL 36.6% 


Carlos Albizu University-Miami Miami FL 80.9% 


City College-Miami Miami FL 52.6% 
Florida Atlantic University Boca Raton FL 26.7% 
Florida International University Miami FL 66.2% 


Florida Keys Community College Key West FL 25.0% 


Florida SouthWestern State College Fort Myers FL 32.0% 
Hillsborough Community College Tampa FL 33.5% 


Hodges University Naples FL 40.5% 
Indian River State College Fort Pierce FL 25.8% 
Johnson & Wales University-North Miami North Miami FL 25.6% 


Keiser University-Ft Lauderdale Fort Lauderdale FL 34.1% 
Miami Dade College Miami FL 69.5% 
Nova Southeastern University Fort Lauderdale FL 31.0% 


Palm Beach State College Lake Worth FL 31.0% 
Polytechnic University of Puerto Rico-Miami Miami FL 97.7% 


Polytechnic University of Puerto Rico-Orlando Orlando FL 98.0% 


SABER College Miami FL 90.3% 
Saint John Vianney College Seminary Miami FL 26.2% 
Seminole State College of Florida Sanford FL 25.9% 


South Florida State College Avon Park FL 36.4% 


St. Thomas University Miami Gardens FL 49.3% 


Trinity International University-Florida Miami FL 45.7% 


University of Central Florida Orlando FL 27.1% 
Valencia College Orlando FL 34.7% 
Dalton State College Dalton GA 28.0% 
Stevens-Henager College Idaho Falls ID 25.9% 


American Academy of Art Chicago IL 34.6% 


Aurora University Aurora IL 32.3% 
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Institution Name City State % Hispanic 


City Colleges of Chicago-Harold Washington 
College 


Chicago IL 49.5% 


City Colleges of Chicago-Harry S Truman 
College 


Chicago IL 39.8% 


City Colleges of Chicago-Malcolm X College Chicago IL 48.3% 


City Colleges of Chicago-Richard J Daley College Chicago IL 74.2% 


City Colleges of Chicago-Wilbur Wright College Chicago IL 63.4% 
College of DuPage Glen Ellyn IL 25.1% 


College of Lake County Grayslake IL 40.1% 
Concordia University-Chicago River Forest IL 31.7% 
Dominican University River Forest IL 56.1% 


Elgin Community College Elgin IL 39.4% 
Joliet Junior College Joliet IL 27.2% 
Morton College Cicero IL 85.0% 


National Louis University Chicago IL 44.3% 
North Park University Chicago IL 30.2% 


Northeastern Illinois University Chicago IL 37.3% 


Robert Morris University Illinois Chicago IL 32.4% 
Rush University Chicago IL 27.7% 
Saint Augustine College Chicago IL 85.3% 


Saint Xavier University Chicago IL 39.5% 


Triton College River Grove IL 45.2% 
University of Illinois at Chicago Chicago IL 33.6% 


Waubonsee Community College Sugar Grove IL 36.2% 
William Rainey Harper College Palatine IL 26.8% 
Calumet College of Saint Joseph Whiting IN 29.1% 


Dodge City Community College Dodge City KS 45.4% 


Donnelly College Kansas City KS 41.1% 
Garden City Community College Garden City KS 46.3% 
Seward County Community College Liberal KS 54.2% 
Saint Joseph Seminary College St. Benedict LA 28.2% 
Benjamin Franklin Institute of Technology Boston MA 28.0% 


Bunker Hill Community College Boston MA 25.9% 


Cambridge College Boston MA 34.0% 
Holyoke Community College Holyoke MA 26.1% 
North Shore Community College Danvers MA 25.4% 


Northern Essex Community College Haverhill MA 42.1% 


Springfield Technical Community College Springfield MA 29.5% 


Urban College of Boston Boston MA 63.5% 
Montgomery College Rockville MD 25.1% 







 26 


Institution Name City State % Hispanic 


Bergen Community College Paramus NJ 30.3% 
Bloomfield College Bloomfield NJ 31.1% 
Caldwell University Caldwell NJ 27.5% 


College of Saint Elizabeth Morristown NJ 26.6% 
Cumberland County College Vineland NJ 34.8% 
Essex County College Newark NJ 27.1% 


Fairleigh Dickinson University-Metropolitan 
Campus 


Teaneck NJ 36.5% 


Felician University Lodi NJ 31.0% 
Hudson County Community College Jersey City NJ 55.8% 


Kean University Union NJ 30.4% 


Middlesex County College Edison NJ 33.1% 
Montclair State University Montclair NJ 29.1% 


New Jersey City University Jersey City NJ 40.9% 
Passaic County Community College Paterson NJ 55.6% 
Pillar College Newark NJ 47.8% 


Rutgers University-Newark Newark NJ 28.1% 
Saint Peter's University Jersey City NJ 46.0% 
Union County College Cranford NJ 39.7% 


William Paterson University of New Jersey Wayne NJ 32.1% 
Central New Mexico Community College Albuquerque NM 52.6% 


Clovis Community College 
Clovis Community College 


Clovis 
Clovis 


NM 
NM 


42.8% 
42.8% 


Eastern New Mexico University Ruidoso Branch 
Community College 


Ruidoso NM 31.1% 


Eastern New Mexico University-Main Campus Portales NM 39.1% 


Eastern New Mexico University-Roswell 
Campus 


Roswell NM 48.4% 


Luna Community College Las Vegas NM 70.4% 


Mesalands Community College Tucumcari NM 41.4% 
New Mexico Highlands University Las Vegas NM 58.9% 


New Mexico Institute of Mining and 
Technology 


Socorro NM 31.9% 


New Mexico Junior College Hobbs NM 51.9% 
New Mexico Military Institute Roswell NM 28.6% 
New Mexico State University-Alamogordo Alamogordo NM 43.7% 


New Mexico State University-Carlsbad Carlsbad NM 55.5% 


New Mexico State University-Dona Ana Las Cruces NM 73.8% 
New Mexico State University-Grants Grants NM 44.5% 


New Mexico State University-Main Campus Las Cruces NM 61.0% 
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Institution Name City State % Hispanic 


Northern New Mexico College Espanola NM 69.0% 
Santa Fe Community College Santa Fe NM 51.4% 


University of New Mexico-Los Alamos Campus Los Alamos NM 49.8% 
University of New Mexico-Main Campus Albuquerque NM 48.0% 
University of New Mexico-Taos Campus Ranchos de Taos NM 57.8% 


University of New Mexico-Valencia County 
Campus 


Los Lunas NM 67.8% 


University of the Southwest Hobbs NM 28.2% 
Western New Mexico University Silver City NM 47.0% 
College of Southern Nevada Las Vegas NV 32.4% 
Nevada State College Henderson NV 38.4% 


Truckee Meadows Community College Reno NV 30.8% 
University of Nevada-Las Vegas Las Vegas NV 29.9% 
Boricua College New York NY 76.8% 
Cochran School of Nursing Yonkers NY 41.4% 
College of Mount Saint Vincent Bronx NY 43.8% 


College of Staten Island CUNY Staten Island NY 27.1% 
CUNY Bernard M Baruch College New York NY 25.0% 
CUNY Borough of Manhattan Community 
College 


New York NY 45.3% 


CUNY Bronx Community College Bronx NY 64.2% 
CUNY City College New York NY 38.1% 


CUNY Graduate School and University Center New York NY 32.1% 


CUNY Hostos Community College Bronx NY 65.1% 
CUNY Hunter College New York NY 31.1% 
CUNY John Jay College of Criminal Justice New York NY 52.5% 


CUNY LaGuardia Community College Long Island City NY 45.2% 


CUNY Lehman College Bronx NY 58.9% 
CUNY New York City College of Technology Brooklyn NY 35.1% 


CUNY Queens College Queens NY 28.8% 
CUNY Queensborough Community College Bayside NY 32.7% 
CUNY York College Jamaica NY 26.6% 


Dominican College of Blauvelt Orangeburg NY 33.4% 
Manhattanville College Purchase NY 26.7% 


Mercy College Dobbs Ferry NY 40.9% 


Metropolitan College of New York New York NY 31.0% 
Montefiore School of Nursing Mount Vernon NY 29.9% 


Nassau Community College Garden City NY 30.6% 


Nyack College Nyack NY 29.7% 
Orange County Community College Middletown NY 31.9% 
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Institution Name City State % Hispanic 


Rockland Community College Suffern NY 27.6% 


Stella and Charles Guttman Community College New York NY 61.1% 
Suffolk County Community College Selden NY 27.3% 
Sullivan County Community College Loch Sheldrake NY 26.2% 


SUNY College at Old Westbury Old Westbury NY 26.6% 
SUNY Westchester Community College Valhalla NY 36.5% 


The College of New Rochelle New Rochelle NY 26.6% 


Vaughn College of Aeronautics and Technology Flushing NY 33.7% 
Union Institute & University Cincinnati OH 26.5% 
Mid-America Christian University Oklahoma City OK 46.4% 
Oklahoma Panhandle State University Goodwell OK 27.2% 


Blue Mountain Community College Pendleton OR 29.0% 
Chemeketa Community College Salem OR 29.5% 


Columbia Gorge Community College The Dalles OR 26.7% 
Treasure Valley Community College Ontario OR 28.8% 
Warner Pacific University Portland OR 35.7% 


Lehigh Carbon Community College Schnecksville PA 25.7% 
Reading Area Community College Reading PA 34.0% 
American University of Puerto Rico Bayamon PR 100.0% 


American University of Puerto Rico Manati PR 100.0% 


Atenas College Manati PR 100.0% 


Atlantic University College Guaynabo PR 100.0% 
Caribbean University-Bayamon Bayamon PR 100.0% 


Caribbean University-Carolina Carolina PR 100.0% 
Caribbean University-Ponce Ponce PR 100.0% 
Caribbean University-Vega Baja Vega Baja PR 100.0% 


Carlos Albizu University-San Juan San Juan PR 98.3% 


Colegio Universitario de San Juan San Juan PR 100.0% 
Conservatory of Music of Puerto Rico San Juan PR 95.9% 


Dewey University-Carolina Carolina PR 100.0% 
Dewey University-Hato Rey Hato Rey PR 100.0% 


Dewey University-Juana DÌaz Juana Diaz PR 100.0% 


Dewey University-Manati Manati PR 100.0% 
EDP University of Puerto Rico Inc-San Juan San Juan PR 100.0% 
EDP University of Puerto Rico Inc-San 
Sebastian 


San Sebastian PR 100.0% 


EDP University of Puerto Rico-Villalba Villalba PR 100.0% 


Escuela de Artes Plasticas y Diseno de Puerto 
Rico 


San Juan PR 99.5% 


Humacao Community College Humacao PR 100.0% 
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Institution Name City State % Hispanic 


Instituto Tecnologico de Puerto Rico-Recinto 
de Guayama 


Guayama PR 100.0% 


Instituto Tecnologico de Puerto Rico-Recinto 
de Manati 


Manati PR 100.0% 


Instituto Tecnologico de Puerto Rico-Recinto 
de Ponce 


Ponce PR 100.0% 


Instituto Tecnologico de Puerto Rico-Recinto 
de San Juan 


San Juan PR 100.0% 


Inter American University of Puerto Rico-
Aguadilla 


Aguadilla PR 99.8% 


Inter American University of Puerto Rico-
Arecibo 


Arecibo PR 99.4% 


Inter American University of Puerto Rico-
Barranquitas 


Barranquitas PR 99.9% 


Inter American University of Puerto Rico-
Bayamon 


Bayamon PR 98.3% 


Inter American University of Puerto Rico-
Fajardo 


Fajardo PR 99.7% 


Inter American University of Puerto Rico-
Guayama 


Guayama PR 99.8% 


Inter American University of Puerto Rico-Metro San Juan PR 98.1% 
Inter American University of Puerto Rico-Ponce Mercedita PR 99.7% 


Inter American University of Puerto Rico-San 
German 


San German PR 99.4% 


Monteclaro Escuela de Hoteleria y Artes 
Culinarias 


Rio Grande PR 100.0% 


Pontifical Catholic University of Puerto Rico-
Arecibo 


Arecibo PR 99.2% 


Pontifical Catholic University of Puerto Rico-
Mayaguez 


Mayaguez PR 99.4% 


Pontifical Catholic University of Puerto Rico-
Ponce 


Ponce PR 99.2% 


San Juan Bautista School of Medicine Caguas PR 100.0% 


Trinity College of Puerto Rico Ponce PR 100.0% 
Universal Technology College of Puerto Rico Aguadilla PR 100.0% 
Universidad Adventista de las Antillas Mayaguez PR 95.8% 


Universidad Ana G. Mendez-Carolina Campus Carolina PR 100.0% 
Universidad Ana G. Mendez-Cupey Campus San Juan PR 100.0% 


Universidad Ana G. Mendez-Gurabo Campus Gurabo PR 100.0% 


Universidad Central de Bayamon BayamÛn PR 99.3% 
Universidad del Sagrado Corazon Santurce PR 100.0% 
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Institution Name City State % Hispanic 


Universidad Pentecostal Mizpa Rio Piedras PR 100.0% 


Universidad Politecnica de Puerto Rico Hato Rey PR 99.8% 
Universidad Teologica del Caribe Trujillo Alto PR 100.0% 
University of Puerto Rico-Aguadilla Aguadilla PR 90.8% 


University of Puerto Rico-Arecibo Arecibo PR 100.0% 
University of Puerto Rico-Bayamon Bayamon PR 100.0% 


University of Puerto Rico-Carolina Carolina PR 100.0% 


University of Puerto Rico-Cayey Cayey PR 100.0% 
University of Puerto Rico-Humacao Humacao PR 90.0% 


University of Puerto Rico-Mayaguez Mayaguez PR 93.8% 


University of Puerto Rico-Medical Sciences San Juan PR 100.0% 


University of Puerto Rico-Ponce Ponce PR 100.0% 
University of Puerto Rico-Rio Piedras San Juan PR 83.4% 


University of Puerto Rico-Utuado Utuado PR 86.9% 
Altierus Career College-Bissonnet Houston TX 53.7% 


Alvin Community College Alvin TX 36.3% 


Amarillo College Amarillo TX 42.1% 
Angelina College Lufkin TX 29.6% 


Angelo State University San Angelo TX 36.2% 
Austin Community College District Austin TX 36.1% 
Baptist University of the Americas San Antonio TX 51.9% 


Brazosport College Lake Jackson TX 41.5% 
Brookhaven College Farmers Branch TX 42.2% 
Cedar Valley College Lancaster TX 30.9% 


Central Texas College Killeen TX 25.6% 
Cisco College Cisco TX 27.2% 


Coastal Bend College Beeville TX 72.4% 


College of the Mainland Texas City TX 31.9% 
Concordia University Texas Austin TX 33.8% 
Del Mar College Corpus Christi TX 67.9% 


Eastfield College Mesquite TX 50.3% 
El Centro College Dallas TX 49.2% 


El Paso Community College El Paso TX 84.8% 


Frank Phillips College Borger TX 39.0% 
Galveston College Galveston TX 39.1% 
Hallmark University San Antonio TX 44.2% 


Houston Baptist University Houston TX 37.3% 


Houston Community College Houston TX 32.8% 
Howard College Big Spring TX 49.0% 
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Institution Name City State % Hispanic 


Huston-Tillotson University Austin TX 27.0% 
Jacksonville College-Main Campus Jacksonville TX 36.7% 
Lamar State College-Port Arthur Port Arthur TX 32.1% 


Laredo College Laredo TX 97.8% 
Lee College Baytown TX 41.2% 
Lone Star College System The Woodlands TX 38.0% 


McLennan Community College Waco TX 32.8% 
McMurry University Abilene TX 26.6% 
Midland College Midland TX 51.9% 


Mountain View College Dallas TX 60.8% 
North Lake College Irving TX 39.2% 


Northeast Lakeview College Universal City TX 49.4% 


Northeast Texas Community College Mount Pleasant TX 30.7% 
Northwest Vista College San Antonio TX 64.3% 
Odessa College Odessa TX 64.5% 


Our Lady of the Lake University San Antonio TX 76.7% 


Palo Alto College San Antonio TX 80.2% 
Remington College-Dallas Campus Garland TX 45.8% 


Remington College-Fort Worth Campus Fort Worth TX 28.7% 
Remington College-Houston Southeast Campus Webster TX 36.7% 
Remington College-North Houston Campus Houston TX 39.7% 


Richland College Dallas TX 34.1% 
Saint Edward's University Austin TX 44.2% 
San Antonio College San Antonio TX 63.2% 


San Jacinto Community College Pasadena TX 58.0% 
Schreiner University Kerrville TX 40.8% 


South Plains College Levelland TX 48.0% 


South Texas College McAllen TX 95.2% 
Southwest Collegiate Institute for the Deaf Big Spring TX 45.1% 
Southwest Texas Junior College Uvalde TX 86.5% 


Southwestern Adventist University Keene TX 49.0% 
St Philip's College San Antonio TX 60.0% 


St. Mary's University San Antonio TX 67.1% 


Sul Ross State University Alpine TX 62.8% 
Tarrant County College District Fort Worth TX 35.3% 
Temple College Temple TX 28.7% 


Texas A & M International University Laredo TX 94.4% 


Texas A & M University-Corpus Christi Corpus Christi TX 50.5% 


Texas A & M University-Kingsville Kingsville TX 72.7% 


Texas A&M University-San Antonio San Antonio TX 73.6% 
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Institution Name City State % Hispanic 


Texas Lutheran University Seguin TX 37.3% 
Texas Southmost College Brownsville TX 94.4% 


Texas State Technical College Waco TX 50.7% 
Texas State University San Marcos TX 38.3% 
Texas Tech University Lubbock TX 29.6% 


Texas Tech University Health Sciences Center-
El Paso 


El Paso TX 72.1% 


Texas Wesleyan University Fort Worth TX 32.5% 
Texas Woman's University Denton TX 31.1% 


The University of Texas at Arlington Arlington TX 29.0% 
The University of Texas at El Paso El Paso TX 82.5% 


The University of Texas at San Antonio San Antonio TX 56.1% 


The University of Texas Health Science Center 
at Houston 


Houston TX 30.3% 


The University of Texas Health Science Center 
at San Antonio 


San Antonio TX 49.5% 


The University of Texas MD Anderson Cancer 
Center 


Houston TX 33.4% 


The University of Texas of the Permian Basin Odessa TX 52.7% 
The University of Texas Rio Grande Valley Edinburg TX 90.5% 


Tyler Junior College Tyler TX 25.4% 
University of Houston Houston TX 34.2% 


University of Houston-Clear Lake Houston TX 39.4% 


University of Houston-Downtown Houston TX 50.6% 
University of Houston-Victoria Victoria TX 43.5% 
University of North Texas Denton TX 25.6% 


University of North Texas at Dallas Dallas TX 57.1% 


University of St Thomas Houston TX 46.6% 
University of the Incarnate Word San Antonio TX 56.5% 


Vernon College Vernon TX 25.9% 
Victoria College Victoria TX 47.5% 
Wayland Baptist University Plainview TX 32.8% 


West Texas A & M University Canyon TX 29.7% 
Western Texas College Snyder TX 33.6% 
Wharton County Junior College Wharton TX 42.5% 
Big Bend Community College Moses Lake WA 39.0% 
Columbia Basin College Pasco WA 40.8% 


Heritage University Toppenish WA 68.5% 


Perry Technical Institute Yakima WA 47.2% 
Wenatchee Valley College Wenatchee WA 40.2% 
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Institution Name City State % Hispanic 


Yakima Valley College Yakima WA 55.2% 
Alverno College Milwaukee WI 31.1% 
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Top Colleges for Asian Pacific Americans 
 
In the last few decades, Asian Americans have been attending and graduating from college in 
dramatic numbers, well above their overall proportion in the total U.S. population. Statistics 
from the Census show that almost 45% of all Asian Americans at least 25 years of age have a 
college degree or higher. Although many of these degrees are obtained back in their Asian 
country of origin before immigrant Asians came to the U.S., a large number represent degrees 
by foreign Asian students and U.S.-born Asian Americans. In 2000, the now defunct A. Magazine 
conducted a survey of its readers and research into which colleges and universities are the 
"best" for Asian Americans. The following are some of the results. 
 
 


School (Location) APA Student Population (%) 


Cornell University (Ithaca, NY) 16.5 


Georgia Institute of Technology (Atlanta, GA) 12 


Massachusetts Institute of Technology (Cambridge, MA) 28 


Polytechnic University of New York (Brooklyn, NY) 37 


Rutgers University (New Brunswick, NJ) 17 


Stanford University (Stanford, CA) 24 


University of California, Davis  35.5 


University of California, Irvine  56.4 


University of California, Los Angeles  38 


University of California, Riverside  42.1 


University of California, San Diego  35 


University of California, Santa Barbara  16 


University of Hawai'i, Manoa (Honolulu, HI) 71 


University of Maryland, College Park  13.7 


University of Pennsylvania (Philadelphia, PA) 19 



https://www.cornell.edu/

https://www.gatech.edu/

https://www.mit.edu/

https://engineering.nyu.edu/

https://www.rutgers.edu/

https://www.stanford.edu/

https://www.ucdavis.edu/

https://uci.edu/

https://www.ucla.edu/

https://www.ucr.edu/

https://ucsd.edu/

https://www.ucsb.edu/

https://manoa.hawaii.edu/

https://www.umd.edu/

https://www.upenn.edu/
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Top Tribal Colleges and Universities 
 
Located mainly in the Midwest and Southwest, Tribal Colleges and Universities (TCUs) service 
approximately 30,000 full- and part-time students. According to fall 2010 enrollment data, 8.7 
percent of American Indian and Alaska Native (AI/AN) college students were attending one of 
the 32 accredited TCUs. AI/AN students composed 78 percent of the combined total enrollment 
of these institutions. 
 
TCUs are both integral and essential to their communities, creating environments that foster 
American Indian culture, languages, and traditions. They are often the only postsecondary 
institutions within some of our Nation’s poorest rural areas. TCUs serve a variety of people, 
from young adults to senior citizens, AI to non-American Indians. They also serve as community 
resources for crucial social services and add hope to communities that suffer from high rates of 
poverty and unemployment. And overall, TCUs have developed programs where students are 
achieving. The American Indian College Fund reports that 86 percent of TCU students complete 
their chosen program of study, while fewer than 10 percent of AI/AN students who go directly 
from reservation high schools to mainstream colleges and universities finish their bachelor’s 
degree. 
 
Below is a listing by state of the TCUs, which includes a link to their websites.   
*Signifies accreditation by the Higher Learning Commission of the North Central Association 
**Signifies accreditation by the Northwest Accreditation Commission 
 
 
 
Alaska 
 
Ilisagvik College ** 
P.O. Box 749 
Barrow, Alaska 99723 
907-852-3333 
Toll-free (Alaska only): 1-800-478-7337 
fax: 907-852-2729 
https://www.ilisagvik.edu  
 
Arizona 
 
Diné College * 
P. O. Box 126 
Tsaile, AZ 86556 
928-724-6671 
fax: 928-724-3327 
www.dinecollege.edu  



https://www.ilisagvik.edu/

http://www.dinecollege.edu/





 36 


 
 
Tohono O’odham Community College * 
P.O. Box 3129 
Sells, AZ 85634 
520-383-8401 
fax: 520-383-8403 
www.tocc.cc.az.us  
 
 
Kansas 
 
Haskell Indian Nations University * 
155 Indian Avenue 
P. O. Box 5030 
Lawrence, KS 66046-4800 
785-749-8479 
fax: 785-749-8411 
www.haskell.edu  
 
 
Michigan 
 
Bay Mills Community College * 
12214 West Lakeshore Drive 
Brimley, MI 49715 
906-248-3354 
fax: 906-248-3351 
www.bmcc.edu  
 
Keweenaw Bay Ojibwa Community College* 
111 Beartown Rd, PO Box 519 
Baraga, Michigan 49908 
906.353.4600 
fax: 906.353.8107 
www.kbocc.org  
 
Saginaw Chippewa Tribal College * 
2284 Enterprise Drive 
Mount Pleasant, MI 48858 
989-775-4123 
fax: 989-772-4528 
www.sagchip.edu  
 



http://www.tocc.cc.az.us/

http://www.haskell.edu/

http://www.bmcc.edu/

http://www.kbocc.org/

http://www.sagchip.edu/
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Minnesota 
 
Fond du Lac Tribal and Community College* 
2101 14th Street 
Cloquet, MN 55720-2964 
218-879-0800 
fax: 218-879-0814 
www.fdltcc.edu  
 
Leech Lake Tribal College * 
Rt. 3, Box 100 
Cass Lake, MN 56633 
218-335-4200 
fax: 218-335-4215 
www.lltc.edu  
 
White Earth Tribal and Community College* 
210 Main Street South 
P. O. Box 478 
Mahnomen, MN 56557 
218-935-0417 
fax: 218-935-0423 
www.wetcc.org  
 
 
Montana 
 
Blackfeet Community College ** 
P. O. Box 819 
Browning, MT 59417 
406-338-7755 
fax: 406-338-3272 
www.bfcc.org  
 
Chief Dull Knife College ** 
P. O. Box 98 
Lame Deer, MT 59043 
406-477-6215 
fax: 406-477-6219 
www.cdkc.edu/  
 
 
 
 



http://www.fdltcc.edu/

http://www.lltc.edu/

http://www.wetcc.org/

http://www.bfcc.org/

http://www.cdkc.edu/
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Aaniiih Nakoda College ** (Formerly Fort Belknap College) 
P. O. Box 159 
Harlem, MT 59526 
406-353-2607 
fax: 406-353-2898 
www.fbcc.edu/  
 
Fort Peck Community College ** 
P. O. Box 398 
Poplar, MT 59255 
406-768-6300 
fax: 406-768-5552 
www.fpcc.edu  
 
Little Big Horn College ** 
P. O. Box 370 
Crow Agency, MT 59022 
406-638-3100 (main number) 
fax: 406-638-3169 
www.lbhc.edu  
 
Salish Kootenai College ** 
P. O. Box 117 
Pablo, MT 59855 
406-275-4800 
fax: 406-275-4801 
www.skc.edu  
 
Stone Child College ** 
RR1, Box 1082 
Box Elder, MT 59521 
406-395-4875 
fax: 406-395-4836 
http://www.stonechild.edu  
 
 
Nebraska 
 
Nebraska Indian Community College * 
College Hill 
P. O. Box 428 
Macy, NE 68039 
402-837-5078; fax: 402-837-4183 
www.thenicc.edu  



http://www.fbcc.edu/

http://www.fpcc.edu/

http://www.lbhc.edu/

http://www.skc.edu/

http://www.stonechild.edu/

http://www.thenicc.edu/
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Little Priest Tribal College * 
P. O. Box 270 
Winnebago, NE 68071 
402-878-2380 
fax: 402-878-2355 
www.lptc.bia.edu/  
 
 
New Mexico 
 
Navajo Technical College * (Formerly Crown Point Institute of Technology) 
P. O. Box 849 
Crownpoint, NM 87313 
505-786-4100 
fax: 505-786-5644 
www.navajotech.edu  
 
Institute of American Indian Arts * 
83 Avan Nu Po Road 
Santa Fe, NM 87505 
505-424-2300 
fax: 505-424-0050 
www.iaia.edu/  
 
Southwestern Indian Polytechnic Institute* 
P. O. Box 10146 
9169 Coors Road, NW 
Albuquerque, NM 87184 
505-346 2347 
fax: 505-346-2343 
www.sipi.edu  
 
 
North Dakota 
 
Cankdeska Cikana Community College* (Formerly Little Hoop Community College) 
P. O. Box 269 
Fort Totten, ND 58335 
701-766-4415 
fax: 701-766-4077 
www.littlehoop.edu/  
 
 



http://www.lptc.bia.edu/

http://www.navajotech.edu/

http://www.iaia.edu/

http://www.sipi.edu/

http://www.littlehoop.edu/
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Fort Berthold Community College * 
220 Eighth Avenue North 
P. O. Box 490 
New Town, ND 58763 
701-627-4738 
fax: 701-627-3609 
www.fortbertholdcc.edu  
 
Sitting Bull College * 
1341 92nd Street 
Fort Yates, ND 58538 
701-854-3861 
fax: 701-854-3403 
www.sittingbull.edu  
 
Turtle Mountain Community College * 
P. O. Box 340 
Belcourt, ND 58316 
701-477-7862 
fax: 701-477-7807 
www.turtle-mountain.cc.nd.us  
 
United Tribes Technical College * 
3315 University Drive 
Bismarck, ND 58504 
701-255-3285 
fax: 701-530-0605 
www.uttc.edu  
 
Oklahoma 
 
College of the Muscogee Nation 
PO Box 917 
Okmulgee, OK 74447 
918-758-1480 
fax: 918-549-2880 
www.mvsktc.org  
 
Comanche Nation College 
1608 SW 9th Street 
Lawton, OK 73501 
580.591,0203 
fax: 580.353.7075 
www.cnc.cc.ok.us  



http://www.fortbertholdcc.edu/

http://www.sittingbull.edu/

http://www.turtle-mountain.cc.nd.us/

http://www.uttc.edu/

http://www.mvsktc.org/

http://www.cnc.cc.ok.us/
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South Dakota 
 
Oglala Lakota College * 
490 Piya Wiconi Road 
Kyle, SD 57752 
605-455-6022 
fax: 605-455-6023 
www.olc.edu  
 
Sinte Gleska University * 
P. O. Box 409 
Rosebud, SD 57570 
605-856-5880 
fax: 605-856-5401 
www.sintegleska.edu  
 
Sisseton Wahpeton College * 
P. O. Box 689 
Sisseton, SD 57262 
605/698-3966 
fax: 605/698-3132 
www.swc.tc/  
 
 
Washington 
 
Northwest Indian College ** 
2522 Kwina Road 
Bellingham, WA 98226 
360-676-2772 
fax: 360-738-0136 
www.nwic.edu  
 
 
Wisconsin 
 
College of Menominee Nation * 
P. O. Box 1179 
Keshena, WI 54135 
715-799-5600 
fax: 715-799-1308 
www.menominee.edu  
 
 



http://www.olc.edu/

http://www.sintegleska.edu/

http://www.swc.tc/

http://www.nwic.edu/

http://www.menominee.edu/
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Lac Courte Oreilles Ojibwa Community College * 
13466 West Trepania Rd 
Hayward, WI 54843 
715-634 4790 
fax: 715-634-5049 
www.lco.edu  
 
 
Wyoming 
 
Wind River Tribal College 
P.O. Box 8300 
Ethete, WY 82520 
307.335.8243 
fax: 307.335.8148 
www.wrtribalcollege.com  
 
 



http://www.lco.edu/

http://www.wrtribalcollege.com/
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Jewish Universities and Colleges in the United States 
 
This list was obtained from uniRank, one of the leading international higher education directory 
and search engine featuring reviews and rankings of over 13,800 officially recognized 
Universities and Colleges in 200 countries. 
 
 
American Jewish University - Founded in 1947, American Jewish University is a non-profit 
private liberal arts higher-education institution located in the urban setting of the large 
metropolis of Los Angeles (population range of over 5,000,000 inhabitants), California. This 
institution also has a branch campus in Los Angeles. Officially accredited by the WASC Senior 
College and University Commission, American Jewish University (AJU) is a very small (uniRank 
enrollment range: under-250 students) coeducational US higher education institution formally 
affiliated with the Jewish religion. American Jewish University (AJU) offers courses and 
programs leading to officially recognized higher education degrees such as bachelor degrees, 
master degrees in several areas of study. See the uniRank degree levels and areas of study 
matrix below for further details. This 73 years old US higher-education institution has a 
selective admission policy based on entrance examinations and students' past academic record 
and grades. The admission rate range is 90-100% making this US higher education organization 
a least selective institution. AJU also provides several academic and non-academic facilities and 
services to students including a library, housing, financial aids and/or scholarships, study abroad 
and exchange programs, as well as administrative services. 
 
Brandeis University - Established in 1948, Brandeis University is a non-profit private higher-
education institution located in the urban setting of the small city of Waltham (population 
range of 50,000-249,999 inhabitants), Massachusetts. Officially accredited by the New England 
Commission of Higher Education, Brandeis University (BU) is a medium-sized (uniRank 
enrollment range: 6,000-6,999 students) coeducational US higher education institution formally 
affiliated with the Jewish religion. Brandeis University (BU) offers courses and programs leading 
to officially recognized higher education degrees such as bachelor degrees, master degrees, 
doctorate degrees in several areas of study. See the uniRank degree levels and areas of study 
matrix below for further details. This 71 years old US higher-education institution has a 
selective admission policy based on entrance examinations and students' past academic record 
and grades. The admission rate range is 30-40% making this US higher education organization a 
very selective institution. International applicants are eligible to apply for enrollment. BU also 
provides several academic and non-academic facilities and services to students including a 
library, housing, sports facilities, financial aids and/or scholarships, study abroad and exchange 
programs, online courses and distance learning opportunities, as well as administrative 
services. 
 
Gratz College - Founded in 1895, Gratz College is a non-profit private specialized higher-
education institution located in the suburban setting of the large town of Melrose Park 
(population range of 10,000-49,999 inhabitants), Pennsylvania. Officially accredited by the 



https://www.aju.edu/

https://www.brandeis.edu/

https://www.gratz.edu/
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Middle States Commission on Higher Education, Gratz College is a very small (uniRank 
enrollment range: 250-499 students) coeducational US higher education institution formally 
affiliated with the Jewish religion. Gratz College offers courses and programs leading to 
officially recognized higher education degrees such as master degrees, doctorate degrees in 
several areas of study. See the uniRank degree levels and areas of study matrix below for 
further details. This 125 years old US higher-education institution has a selective admission 
policy based on students' past academic record and grades. International students are welcome 
to apply for enrollment. Gratz College also provides several academic and non-academic 
facilities and services to students including a library, financial aids and/or scholarships, online 
courses and distance learning opportunities, as well as administrative services. 
 
Hebrew College - Founded in 1921, Hebrew College is a non-profit private specialized higher-
education institution located in the urban setting of the small city of Newton Centre 
(population range of 50,000-249,999 inhabitants), Massachusetts. Officially accredited by the 
New England Commission of Higher Education, Hebrew College (HC) is a very small (uniRank 
enrollment range: 250-499 students) coeducational US higher education institution formally 
affiliated with the Jewish religion. Hebrew College (HC) offers courses and programs leading to 
officially recognized higher education degrees such as bachelor degrees, master degrees in 
several areas of study. See the uniRank degree levels and areas of study matrix below for 
further details. This 99 years old US higher-education institution has a selective admission 
policy based on students' past academic record and grades. The admission rate range is 80-90% 
making this US higher education organization a least selective institution. International students 
are welcome to apply for enrollment. HC also provides several academic and non-academic 
facilities and services to students including a library, financial aids and/or scholarships, study 
abroad and exchange programs, online courses and distance learning opportunities, as well as 
administrative services. 
 
New York Medical College - Established in 1860, New York Medical College is a non-profit 
private specialized higher-education institution located in the suburban setting of the medium 
town of Valhalla (population range of 2,500-9,999 inhabitants), New York. Officially accredited 
by the Middle States Commission on Higher Education, New York Medical College (NYMC) is a 
very small (uniRank enrollment range: 1,000-1,999 students) coeducational US higher 
education institution formally affiliated with the Jewish religion. New York Medical College 
(NYMC) offers courses and programs leading to officially recognized higher education degrees 
such as bachelor degrees, master degrees, doctorate degrees in several areas of study. See the 
uniRank degree levels and areas of study matrix below for further details. International 
applicants are eligible to apply for enrollment. NYMC also provides several academic and non-
academic facilities and services to students including a library, housing, financial aids and/or 
scholarships, online courses and distance learning opportunities, as well as administrative 
services. 
 
Touro University California - Founded in 1997, Touro University California is a non-profit private 
specialized higher-education institution located in the urban setting of the small city of Vallejo 
(population range of 50,000-249,999 inhabitants), California. Officially accredited by the WASC 



https://hebrewcollege.edu/

https://www.nymc.edu/

http://tu.edu/
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Senior College and University Commission, Touro University California (TUC) is a very small 
(uniRank enrollment range: 1,000-1,999 students) coeducational US higher education 
institution formally affiliated with the Jewish religion. Touro University California (TUC) offers 
courses and programs leading to officially recognized higher education degrees such as 
bachelor degrees, master degrees, doctorate degrees in several areas of study. See the uniRank 
degree levels and areas of study matrix below for further details. TUC also provides several 
academic and non-academic facilities and services to students including a library, online courses 
and distance learning opportunities, as well as administrative services. 
 
Yeshiva University - Established in 1886, Yeshiva University is a non-profit private higher-
education institution located in the urban setting of the large metropolis of New York City 
(population range of over 5,000,000 inhabitants), New York. Officially accredited by the Middle 
States Commission on Higher Education, Yeshiva University (YU) is a medium-sized (uniRank 
enrollment range: 6,000-6,999 students) coeducational US higher education institution formally 
affiliated with the Jewish religion. Yeshiva University (YU) offers courses and programs leading 
to officially recognized higher education degrees such as pre-bachelor degrees (i.e. certificates, 
diplomas, associate or foundation), bachelor degrees, master degrees, doctorate degrees in 
several areas of study. See the uniRank degree levels and areas of study matrix below for 
further details. This 134 years old US higher-education institution has a selective admission 
policy based on entrance examinations and students' past academic record and grades. The 
admission rate range is 60-70% making this US higher education organization a somewhat 
selective institution. International applicants are eligible to apply for enrollment. YU also 
provides several academic and non-academic facilities and services to students including a 
library, housing, sports facilities, financial aids and/or scholarships, study abroad and exchange 
programs, online courses and distance learning opportunities, as well as administrative 
services. 



https://www.yu.edu/
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Islamic Universities and Colleges in the United States 
 
There are only a few Islamic based universities and colleges in the United States. Below are 
three of the colleges found.  
 
 
American Islamic College – Their mission is to become a highly valued Islamic University in the 
nation with a commitment to: offering academically rigorous and professionally sound 
programs; providing training for leadership and policy-making roles in American society; and for 
management and staff of American Muslim institutions, and; serving as a resource to American 
institutions and individuals for learning about Islam. It is an institution of higher 
learning grounded in Islamic values, embracing students of all backgrounds. Their 
Chicago location uniquely positions AIC to represent and research the diversity of Islam in 
America. AIC promotes appreciation for the scope and richness of Islamic history and 
civilization both in the classroom and by means of public events highlighting Islam’s intellectual, 
artistic and cultural expressions. Through rigorous scholarship, civic engagement and interfaith/ 
intercultural activities, AIC prepares its students to become global citizens and visionary 
leaders. 
 
 
Respect Graduate School - Respect Graduate School is an academic institution through which 
students and faculty engage in teaching, learning, and research primarily in Islamic Studies. 
With genuine appreciation and study of traditional Islamic Disciplines, RGS employs 
interdisciplinary approaches to respond to evolving opportunities and challenges of North 
American social contexts. In addition to offering students and faculty academically excellent 
and stimulating environment, RGS develops engagement with and furnishes service to the 
broader society and establishes relationships with other academic and social institutions. 
 
 
Zaytuna College - In 2009, Zaytuna College was founded in Berkeley, California, with a mission 
that called for grounding students in the Islamic scholarly tradition as well as in the cultural 
currents and critical ideas shaping modern society. The Summer Arabic Intensive, a residential 
language program, was its first academic offering, and the undergraduate program welcomed 
its inaugural freshman class in fall 2010. In March 2015, Zaytuna earned accreditation from the 
Western Association of Schools and Colleges, becoming the first accredited Muslim college in 
the United States. 
 
 



https://aicusa.edu/

https://www.respectgs.us/

https://zaytuna.edu/
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Date: July 23, 2020


Charter Name Education Subteam


Subteam Lead Lisa McCoy


Background: The Diversity and Inclusion Advisory Board has created subteams to focus on specific topics
that warrant further action or study. The education subteam was created to determine what
educational resources and materials would be appropriate to support the overall efforts of the Diversity
and Inclusion Advisory Board.


The Education subteam’s mission is to find, create, and share educational materials, training classes, and


resources that provide a foundation for understanding diversity issues and to challenge employees and


leadership to push past the status quo.


Our vision is to create a comprehensive collection of diversity and inclusion resources available to the


federal community.  Further, to create a recommended curriculum for managers and supervisors, and


those seeking to further their understanding of diversity and inclusion issues.


2 Objectives and Outcomes


This charter authorizes the Diversity and Inclusion Advisory Board Education subteam to commence
activities, in the pursuit of the following objectives:


● Identify educational topics that could be made available quickly to GSA, for example:


○ Unconscious Bias


○ What specific  terms and concepts mean


○ Historic foundations of institutional racism


○ Historic myths vs facts


○ How to help - individual actions that can be taken


● Develop short overviews/summaries/reviews  of books and educational materials to encourage


further reading and exploration


● Research and collect existing resources


● Identify training that should be developed for or made available to GSA


● Identify a curriculum of suggested courses and materials


● Determine what training may be appropriate to mandate for supervisors, managers, and leadership


● Develop a series of “What Would You Do?” scenarios to spark discussions
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● Identify discussion topics, activities or questions that encourage employees to participate in the


Board’s activities


Outcomes:


● To quickly expose (within 60 days of charter acceptance) employees to information related to


diversity and inclusion


● To generate awareness of the Diversity and Inclusion Advisory Board


● To  provide employees access to a wide range of diversity and inclusion educational materials


● To identify and recommend appropriate curriculums for Senior leaders, managers/supervisors, HR


specialists, new employees, and other employees interested in expanding their understanding of


diversity issues.


● To encourage employees to think reflectively about themselves and diversity issues.


● To support informed participation in Board-sponsored discussions.


● To provide employees an avenue to request discussion topics, classes or new training materials to


which they would like to have access.


3 Subteam Roles and Responsibilities


Subteam Lead: Guides the Board and coordinates its high level direction and activities. Coordinates


and plans Board activities, drafts action plans, tracks progress, and organizes and supports subteam


members. Ensures that all members have an opportunity to speak and share their ideas and


thoughts. Encourages brainstorming and energizes the Board. Ensures that there is a general


consensus on the activities and actions the subteam chooses to pursue.


Responsible for reporting the status of subteam activities to the larger Board. As needed,


advocates on behalf of the subteam to the Planning Team. Seeks specific resources and support for


the subteam as needed. Seeks additional participation to ensure the longevity of the subteam.


Subteam members: Participate in subteam meetings based upon availability. Come with an open


mind and respect for all members. Responsible for sharing ideas, offering encouragement, listening


carefully to others, and volunteering for specific tasks or activities based upon their interests.


Responsible for following through on commitments and to notify the subteam if their availability


changes. Provides the status of their tasks, and asks for help if needed. Seeks additional


participation to ensure the longevity of the subteam.
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4 Milestones, Risks, Constraints and Change Management


Milestones:
Hold first brainstorming meeting: week of July 27
Finalize subteam Charter - August 7, 2020
Identify initial team activities - August 7, 2020
Develop subteam draft schedule - August 18, 2020
Issue first educational materials: NLT September 18, 2020
Align actions with Communication subteam - September 18, 2020
Outline activities for 2021 - October 1, 2020


Risks and Constraints:


Participation/Resource Availability: Members have full work and personal lives, and subteam activities will
need to fit within those time constraints.


Support: The subteam will need the continued and vocal support of PBS leadership in order to support
work time for subteam activities, to issue educational materials, to make some training required or
encouraged for specific groups, and to partner with groups inside and outside GSA that have collections of
educational material.


Budget: Training  courses and resources will incur a cost to make them available to PBS employees.


5 Assumptions


● Senior Leadership agrees that providing education to improve diversity and inclusiveness is vital to
PBS’ success.


● Senior Leadership is willing to make appropriate training required for specific groups and will
continue to fund refresher training.


● The Board and subteam are long-term entities which will require sustained support.
● The subteam will reach out to other organizations and Agencies (through the appropriate channels)


to share best practices and to coordinate activities.
● Senior Leadership will meet with the Board and subteams as needed.


7 Subteam Role and Authorization


The subteam will meet regularly and will coordinate with the D&I Planning Teame to discuss all major
issues and strategies, as well as to provide insight and feedback to each other. Other D&I members will be
kept informed of all activities and progress.
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Lisa McCoy,
Subteam Lead


is authorized to coordinate the creation of an Education subteam, as described
in this Charter.


D&I Planning/Coordination
Team


agrees to support, promote, provide top level cover, and shepherd the
objectives of the Education subteam toward successful results, as described in
this Charter.


8 Approval


By signing, you agree to this document as the formal Charter statement sanctioning work to begin on the project.


Signature


Name
Lo Hammons


Title D&! Program Coordinator


4








Let me correct myself...


I can see that was


hurtful/harmful. I’m sorry.


I'm sorry. Okay if I try


again?


I didn’t realize that was


hurtful/harmful. I’m sorry.


Thank you for pointing that


out.


I see that impacted you


differently than I intended.


Can we talk about it?


I’m still learning. Okay if I


try again?


I didn’t say that the way I


intended. Okay if I try


again?


I’m sorry. Is there a way I


can make it right?


Is there something I can do


to make it right?


Are you open to talking


about it?


In the future, I will...


What do I say when I make a mistake?
No one likes to make a mistake. At the same time, mistakes are not only inevitable, but
they are powerful tools for learning, innovation, and connection. In order to realize those
benefits, you must acknowledge it.


When you make a mistake in your journey to allyship, acknowledging it shows
accountability, productive vulnerability, and helps to build trust. To push through the
discomfort of admitting a misstep, try using some of the language below.


Last Update: 11 August 2021








Tools for 
Racial Equity and 
Social Justice
The fight against anti-Black racism







“Justice, at its best, is power 
correcting everything that 


stands against love.


— Dr. Martin Luther King, Jr.







 Get Started


 Establish a Foundation


 Build Knowledge


 Build Skills


 Support the Community


 Keep Going
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GET STARTED


The system of white supremacy and anti-Black racism
is a form of racial inequity and social injustice that is 
deeply enmeshed in the socioeconomic and political 
fabric of the USA.


4


The historic and continuing injustices experienced by Black and African American people in this country 
are recognized globally, as evidenced by the worldwide demonstrations that occurred in 2020 in 
response to the cell phone video-recorded murder of George Floyd in Minneapolis at the hands of police 
officer Derek Chauvin. While Chauvin was convicted, this result is incredibly rare, and the rate of state-
sanctioned killings of Black people has not slowed.1


Violence against and exploitation of Black people continues in the form of voter suppression, attacks on 
accurate history and social studies education in schools, devalued labor, undervalued homes, the prison 
industrial complex, and much more.


How can we have a beneficial impact and help to change these outcomes?


We can: understand the truth about how we got here, recognize our roles and complicity, identify ways to 
make change, and then act.


This is a starter kit of resources you can use to join and advance the fight against white supremacy and 
anti-Black racism. Click on the linked images and text throughout this publication to explore.


This list is by no means exhaustive. Be prepared to research, converse, learn, and listen.



https://www.theguardian.com/us-news/2021/apr/26/us-police-killings-black-americans-crimes-against-humanityhttps:/www.theguardian.com/us-news/2021/apr/26/us-police-killings-black-americans-crimes-against-humanity





ESTABLISH A FOUNDATION


We must dismantle the systems that perpetuate injustice 
and build new systems that are designed for equity.
Systems of inequity begin when people set out to profit from the exploitation of others. Through laws, 
disinformation campaigns, and societal customs, inequity becomes inseparable from cultural beliefs, 
which allow oppression to evolve into even more entrenched, subtle, and cruel forms.


The reason for social justice work is not just to get along with historically oppressed people, say all the 
right things, and feel like you're not a bad person. The goal is to dislodge internalized white supremacy, 
dismantle the white supremacist system, and collectively create an equitable world.


To build something new, we must establish a new foundation. On the next few pages are values and 
key concepts upon which we must build. Learning and absorbing them helps us to stay focused on why
we are doing this work.


We are challenging inequitable systems and the resulting mindsets that have been brutally and 
intentionally put in place and maintained for generations. This is a fight for the soul of humanity.


None of us can truly be free until we are all free.
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ESTABLISH A FOUNDATION


Values
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We all have responsibilities in this struggle depending on the role our political identity, i.e., “race,” plays in 
society. Black people and non-Black people have different areas of responsibility.


To do this work, we must believe, from the core of our being, that all human beings are of equal value. 
Holding on to this belief helps us to combat the internalized white supremacy that we all must battle.


Value Statements
I believe that all people are of equal value and deserving of respect, dignity, housing, clean air and water, 
nutritious food, economic opportunity, and everything that is necessary for true freedom.


I am committed to truth; I reject false justifications for injustice.


I am committed to a holistic view of what is good for humanity; I subscribe to a win-win philosophy and 
reject a zero-sum, scarcity mentality.







ESTABLISH A FOUNDATION


Key Concepts 
and Definitions
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Intersectionality is a concept that enables us to recognize the fact that perceived group 
membership can make people vulnerable to various forms of bias, yet because we are simultaneously 
members of many groups, our complex identities can shape the specific way we each experience that bias.4


Equity vs. Equality
Equity involves trying to understand and give people what they need to enjoy full, healthy lives. Equality, 
in contrast, aims to ensure that everyone gets the same things in order to enjoy full, healthy lives. Like 
equity, equality aims to promote fairness and justice, but equality (giving everybody the same things) can 
only work if everyone starts from the same place and needs the same things.3


Equity
The guarantee of fair treatment, access, opportunity, and advancement while at the same time striving 
to identify and eliminate barriers that have prevented the full participation of some groups. The principle 
of equity acknowledges that there are historically underserved and underrepresented populations, and 
that fairness regarding these unbalanced conditions is needed to assist equality in the provision of 
effective opportunities to all groups.2



https://44bbdc6e-01a4-4a9a-88bc-731c6524888e.filesusr.com/ugd/62e126_19f84b6cbf6f4660bac198ace49b9287.pdf

https://www.aecf.org/blog/racial-justice-definitions

https://www.sdfoundation.org/news-events/sdf-news/defining-just-equitable-and-resilient-communities-the-strategic-plan-glossary/





ESTABLISH A FOUNDATION


Key Concepts 
and Definitions
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Race Forward has produced this 8-part video series that shows how 
racism shows up in our lives across institutions and society.


Social justice encompasses economic justice. Social justice is the virtue which guides us in 
creating those organized human interactions we call institutions. In turn, social institutions, when justly 
organized, provide us with access to what is good for the person, both individually and in our associations 
with others. Social justice also imposes on each of us a personal responsibility to work with others to 
design and continually perfect our institutions as tools for personal and social development.5


Systemic racism, also known as 
institutional racism, unfairly elevates white people 
over everyone else. It influences how POGMAIP 
(People of the Global Majority and Indigenous 
People) are treated by the justice system, but it 
can also affect housing, education, health care, 
hiring processes, and many other things in their 
lives. Systemic racism is not always obvious, 
although it certainly can be. The Jim Crow laws 
were one of the most obvious examples. Systemic 
racism can even be unconscious, and it helps 
create inequality. Systemic racism must be called 
out and addressed.6



https://www.raceforward.org/videos/systemic-racism

https://www.sdfoundation.org/news-events/sdf-news/what-is-social-justice/





BUILD KNOWLEDGE
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We've laid a foundation of values and key concepts and 
now it's time to build on that foundation. Use the following 
pages to spur further exploration.







 Blind Spot: Hidden Biases of Good People
by Mahzarin R. Banaji, Anthony G. Greenwald


 Emergent Strategy: Shaping Change, Changing Worlds
by Adrienne Maree Brown


 How to Be an Antiracist by Ibram X. Kendi
 Just Mercy by Bryan Stevenson
 Me and White Supremacy by Layla F. Saad
 The New Jim Crow: Mass Incarceration in the Age of 


Colorblindness by Michelle Alexander
 The Person You Mean to Be: How Good People Fight Bias 


by Dolly Chugh
 Slavery by Another Name by Douglas A. Blackmon
 So You Want to Talk About Race by Ijeoma Oluo
 Whistling Vivaldi: How Stereotypes Affect Us and What 


We Can Do by Claude M. Steele
 White Fragility: Why It's So Hard for White People to Talk 


About Racism by Robin DiAngelo, PhD
 Why Are All the Black Kids Sitting Together in the 


Cafeteria? And Other Conversations About Race 
by Beverly Daniel Tatum


Books
BUILD KNOWLEDGE
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https://www.mahoganybooks.com/9780385722704

https://www.mahoganybooks.com/9780525509288

https://bookshop.org/books/emergent-strategy-shaping-change-changing-worlds/9781849352604

https://bookshop.org/books/blindspot-hidden-biases-of-good-people/9780345528438

https://www.mahoganybooks.com/9780812984965

https://www.mahoganybooks.com/9781728209807

https://www.mahoganybooks.com/9781580058827

https://www.mahoganybooks.com/9781620971932

https://bookshop.org/books/the-person-you-mean-to-be-how-good-people-fight-bias/9780062692146

https://bookshop.org/books/whistling-vivaldi-how-stereotypes-affect-us-and-what-we-can-do/9780393339727

https://www.mahoganybooks.com/9780807047415

https://bookshop.org/books/why-are-all-the-black-kids-sitting-together-in-the-cafeteria-and-other-conversations-about-race/9780465060689





Articles and Essays


The 1619 Project is Pulitzer 
Prize-winning series of interactive 
articles published in 2019 by The 
New York Times Magazine for the 
400th anniversary of the arrival 
of the first Africans in Virginia.


White Privilege: Unpacking the 
Invisible Knapsack is a 1989 
essay by scholar Peggy McIntosh 
detailing the benefits white 
people experience from privilege.


Harvard Business Review:
Toward a Racially Just Workplace


Black Enterprise: 27 Things White 
People Should Never, Ever Say to 
Their Black Co-Workers


Everyday Feminism: 6 Ways Asian 
Americans Can Tackle Anti-Black 
Racism in Their Families


NPR: 'Model Minority' Myth 
Again Used as a Racial Wedge 
Between Asians and Blacks


Medium: 20+ Allyship Actions 
for Asians to Show Up for the 
Black Community Right Now


BUILD KNOWLEDGE
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https://www.nytimes.com/interactive/2019/08/14/magazine/1619-america-slavery.html

http://convention.myacpa.org/houston2018/wp-content/uploads/2017/11/UnpackingTheKnapsack.pdf

https://hbr.org/cover-story/2019/11/toward-a-racially-just-workplace

https://www.blackenterprise.com/27-things-white-people-never-ever-say-black-co-workers/

https://everydayfeminism.com/2016/01/asian-americans-tackle-anti-black-racism/

https://www.npr.org/sections/codeswitch/2017/04/19/524571669/model-minority-myth-again-used-as-a-racial-wedge-between-asians-and-blacks

https://medium.com/awaken-blog/20-allyship-actions-for-asians-to-show-up-for-the-black-community-right-now-464e5689cf3e





Other Online 
Resource Kits


Anti-Racism 
Resources 
for White 
People


Anti-Racist 
Allyship 
Starter Pack


Scaffolding 
Anti-Racism 
Resources


BUILD KNOWLEDGE
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Smithsonian Magazine has curated a 
trove of multimedia resources that 
document the history of American racism.



https://docs.google.com/document/d/1BRlF2_zhNe86SGgHa6-VlBO-QgirITwCTugSfKie5Fs/mobilebasic?usp=gmail_thread

https://docs.google.com/spreadsheets/d/1bUJrgX8vspyy7YttiEC2vD0DawrpPYiZs94V0ov7qZQ/htmlview?pru=AAABcp-GPmA*ABERusuaoRlut4J6poaSUw#gid=0

https://docs.google.com/document/d/1PrAq4iBNb4nVIcTsLcNlW8zjaQXBLkWayL8EaPlh0bc/preview?fbclid=IwAR2zdBOviQhlouWxOv_2jQhHCfDeDPQdRG1bO2ZOLg-RvGC1Axdr4XwBVtE&pru=AAABcp9Xk_I*W3f2ogwVVh_qH4Hd_ipBiA

https://www.smithsonianmag.com/history/158-resources-understanding-systemic-racism-america-180975029/

https://www.smithsonianmag.com/history/158-resources-understanding-systemic-racism-america-180975029/





Podcasts


E103: Danielle Moodie-Mills and the 
Perpetual Pursuit of Being #WokeAF 


Ep011:
Robin DiAngelo on White Fragility


BUILD KNOWLEDGE
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https://www.showaboutrace.com/

https://willtochange.libsyn.com/website/-e103-danielle-moodie-mills-and-the-perpetual-pursuit-of-being-wokeaf

http://laylafsaad.com/good-ancestor-podcast/ep011-robin-diangelo

https://www.npr.org/podcasts/510312/codeswitch

https://soundcloud.com/intersectionality-matters

https://www.raceforward.org/media/podcast/momentum-race-forward-podcast





Films and Streaming
13TH
Documents the prison 
industrial complex 
resulting from the 
passage of the 13th 
Amendment to the U.S. 
Constitution.
Director: Ava Duvernay.


Dear White People
Depicts the lives of 
students of color 
navigating a 
predominantly white 
fictional Ivy League 
college. Both a feature 
film and Netflix series.
Director: Justin Simien.


Fruitvale Station
Tells of the killing of 
Oscar Grant by police 
on the Bay Area Rapid 
Transit system.
Director: Ryan Coogler.


If Beale Street Could Talk
A story of a young man 
arrested for a crime he did 
not commit and the impact 
of this event on his fiancé 
and family. Based on James 
Baldwin's 1974 novel.
Director: Barry Jenkins.


Just Mercy
Depicts the life of Bryan 
Stevenson, founder of the 
Equal Justice Initiative. Based 
on Stevenson’s memoir. 
Director: Destin Daniel Cretton.


When They See Us
Tells the story of the 
five boys accused of 
raping a woman in 
Central Park and their 
25-year journey to 
exoneration.
Director: Ava Duvernay.


Slavery by Another Name
Based on the Pulitzer Prize-
winning book by Douglas A. 
Blackmon, this documentary 
depicts how convict leasing 
took the brutality of American 
slavery to horrifying depths 
and powered rapid economic 
growth throughout the South. 
Director: Sam Pollard.


BUILD KNOWLEDGE
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https://www.youtube.com/watch?v=krfcq5pF8u8

https://www.netflix.com/title/80095698

https://en.wikipedia.org/wiki/Fruitvale_Station

https://en.wikipedia.org/wiki/If_Beale_Street_Could_Talk_(film)

https://www.justmercyfilm.com/

https://www.netflix.com/title/80200549

https://www.pbs.org/tpt/slavery-by-another-name/





Social Media


Beyond Allyship: a webinar by 
sparks & honey


BUILD KNOWLEDGE
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Statement from the 44th President of the United States of 
America, Barack Obama, on the death of George Floyd


Rachel Elizabeth Cargle, 
antiracism activist


Dr. Bernice King, activist, daughter of Dr. 
Martin Luther King, Jr. and Coretta Scott King


Bree Newsome Bass, activist


The Center for Antiracist Research 
directed by Dr. Ibram X. Kendi



https://www.linkedin.com/posts/sparksandhoney_beyond-allyship-joined-by-sparks-honey-activity-6673614966186143744-OBWf

https://twitter.com/barackobama/status/1266400635429310466?s=12

https://www.instagram.com/rachel.cargle/

https://twitter.com/BerniceKing

https://twitter.com/BreeNewsome

https://www.instagram.com/antiracismctr/





Educational, Cultural, 
and Research Organizations


The African American Policy Forum is a think 
tank formed to dismantle structural inequality.


Knarrative is an Africana studies class conducted by 
deeply knowledgeable and distinguished professors.


BUILD KNOWLEDGE


The Smithsonian’s National Museum of 
African American History and Culture 
provides a web portal with resources to help 
learn how to talk about race and racism.
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Race Forward works with organizations to 
build movements to dismantle systemic 
inequity and advance racial justice. 



https://www.aapf.org/

https://www.knarrative.com/

https://nmaahc.si.edu/learn/talking-about-race

https://www.raceforward.org/





Book Lists


Podcasts


Coretta Scott King Book 
Award Winners: books for 
children and young adults


31 children's books to support 
conversations on race, racism 
and resistance


PBS Kids for Parents:
Teaching Your Child About Black History Month


Pretty Good:
Your Kids Aren't Too Young to Talk About Race


Articles


Today/NBC New York:
How to Talk to Kids About Race and Racism


Fare of the Free Child podcast Parenting Forward podcast 
with Cindy Wang Brandt
Episode 75: Five Pandemic 
Parenting Lessons 


Youth and Children
BUILD KNOWLEDGE
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https://www.commonsensemedia.org/lists/coretta-scott-king-book-award-winners

https://www.embracerace.org/resources/26-childrens-books-to-support-conversations-on-race-racism-resistance

https://www.pbs.org/parents/thrive/teaching-your-child-about-black-history-month

https://www.prettygooddesign.org/blog/Blog%20Post%20Title%20One-5new4

https://www.today.com/parenting-guides/how-talk-kids-about-race-racism-t179138

https://www.raisingfreepeople.com/podcast/

https://cindywangbrandt.com/podcast/episode-75-five-pandemic-parenting-lessons-with-cindy-wang-brandt/





“More than one truth can exist 
in a space and function.


— Dr. MarTeze D. Hammonds, Ed.D.
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BUILD SKILLS


Now that you are better informed about the need for social 
justice, it’s time to learn how to use mindfulness and 
communication skills to make change.







BUILD SKILLS


Mindfulness and 
Communication Skills
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Listen
Practice active listening. Use statements that accurately convey what the other person 
said. Aim for constructive, beneficial exchanges.


Speak Directly
Speak in brief, understandable sentences.


Be Respectful
Begin with the assumption that a person is as good, honest, competent, and decent 
as you are. Recognize and respect differences in style and approach.


Practice Empathy
Make statements that convey empathy and support for the other person’s position 
and perspective.


Use Self-Reflection
Recognize your strengths and weaknesses. Be aware of internalized racism and 
stereotyping and be mindful in countering them. Pause to gain perspective.







BUILD SKILLS


Mindfulness and 
Communication Skills
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Observe
Be an active observer of situations and dynamics. Watch for nuance and respond 
appropriately to new information. Work to create a more informed narrative in your mind.


Be Aware of Intent versus Impact
You may mean well in your words and actions, but they may still detrimentally impact the 
recipient, particularly in an unequal power dynamic. Know that impact is more important 
than intent; learn from mistakes and adjust your behavior accordingly.


Recognize your Privilege
As a non-Black person, don’t center the narrative on yourself when discussing the issues 
that detrimentally impact Black people.


Build Trust
Some of these conversations can only happen when people trust each other. Build 
relationships based on fully recognizing and respecting each other’s humanity.







“You don’t have to lose yourself
to support others.


— Dr. MarTeze D. Hammonds, Ed.D.







As you communicate and interact with others in this struggle, 
realize that this is really difficult work. It is imperative that we 
support each other individually and collectively.
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SUPPORT THE COMMUNITY







How to Support 
Black Communities


SUPPORT THE COMMUNITY
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Be Human
 Recognize and respect Black people’s full humanity.
 Create space for your Black friends, family, partners, and 


colleagues to process personal and collective trauma.


Learn and Share
 Do your research; learn accurate history 


and current events.
 Ask questions when needed.
 Own up to your mistakes.
 Influence people in your own group.
 Teach your children.


Listen
 Acknowledge your privilege.
 Pay attention.
 Know when to talk less.
 Understand others’ experiences. 


Stand Up
 Build networks.
 Use your privileges to help others.
 Know your rights when recording video.
 Voice your concerns to those in power.
 Support advocacy efforts that work to eliminate injustices 


for the Black community and stand in solidarity. 
 Donate your time and money.
 Fight voter suppression and vote. Some of this content was sourced from CNN.com.


Your Black Colleagues May Look Like They’re Okay—
Chances Are They’re Not
“Every day, Black people take the personal trauma we 
all know to be true and tuck it away”



https://www.cnn.com/2020/05/30/us/how-to-be-an-ally-guide-trnd/index.html

https://www.refinery29.com/en-us/2020/05/9841376/black-trauma-george-floyd-dear-white-people

https://www.refinery29.com/en-us/2020/05/9841376/black-trauma-george-floyd-dear-white-people





Emotional and 
Mental Health Support


SUPPORT THE COMMUNITY
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It’s Hard to Search for a Therapist of Color. 
These Websites Want to Change That.
A number of new organizations aim to digitally 
connect patients with mental health providers 
who value and understand different cultures. Meditation app and retreats for people of color


InnoPsych’s mission is to bring healing to 
communities of color by changing the face and 
feel of therapy.


5 Minute Self Care Exercise
Just Breathe Writing Prompts from 
@natalielaurensims


The African American Policy Forum’s
Black Women’s Self Care Resource Guide


Self-care tips for black people feeling 
overwhelmed by the media from 
@reignxshine


Mental healthcare for marginalized and 
intersectional communities


Black people often have trouble 
finding therapists and other 
self-care services with culturally 
sensitive practitioners. Here are 
some resources.


Self Care



https://www.nytimes.com/2021/07/16/well/mind/find-black-latinx-asian-therapist.html

https://www.innopsych.com/

https://liberatemeditation.com/

https://www.instagram.com/p/CAnztAcpwlG/?utm_source=ig_web_copy_link

https://44bbdc6e-01a4-4a9a-88bc-731c6524888e.filesusr.com/ugd/b77e03_28976935162d4fe68affda83eb21a807.pdf

https://www.instagram.com/p/CA2WA2QgIZn/?utm_source=ig_web_copy_link

https://www.ayanatherapy.com/





Organizations that 
are Doing the Work


SUPPORT THE COMMUNITY
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The Movement for Black Lives (M4BL), formed in 
December of 2014, was created as a space for Black 
organizations across the country to collaborate and 
co-create a shared movement wide strategy.


Black Lives Matter Global Network Foundation, Inc. is a 
global organization in the US, UK, and Canada, whose 
mission is to eradicate white supremacy and build local 
power to intervene in violence inflicted on Black 
communities by the state and vigilantes.


Color Of Change is the nation’s largest 
online racial justice organization, helping 
people to respond effectively to injustice 
in the world.


For more than ten years, the Zinn Education Project 
has introduced students to a more accurate, 
complex, and engaging understanding of history 
than is found in traditional textbooks and curricula.


The Equal Justice Initiative is committed to ending 
mass incarceration and excessive punishment in the 
United States, to challenging racial and economic 
injustice, and to protecting basic human rights for the 
most vulnerable people in American society.



https://blacklivesmatter.com/

https://m4bl.org/

https://colorofchange.org/

https://eji.org/

https://www.zinnedproject.org/





“If you can’t fly then run, 
if you can’t run then walk, 


if you can’t walk then crawl, 
but whatever you do you have 


to keep moving forward.


— Dr. Martin Luther King, Jr.







To remain committed to this work, it is crucial to know why 
you are doing it and to stay grounded in the values 
discussed in this guide. The prompts on the following 
pages will help keep you going.
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KEEP GOING







 When were you taught about race and culture?
 How can you be actively anti-racist instead of simply "not racist?"
 How can you use anti-racist knowledge to change and advance conversations with friends, family, 


colleagues, and peers?
 Are you practicing mindfulness and communication skills to discuss social justice and generate 


constructive and beneficial outcomes?
 What can you do to support the Black community?
 What are your local politicians’ positions and policies on ending police brutality?
 How do you plan on supporting the fight to end racial discrimination and systematic oppression?


Questions To 
Ask Yourself


KEEP GOING
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Some of this content was sourced 
from @bucketlisters on Instagram



https://www.instagram.com/p/CA6CzxOjiuo/?utm_source=ig_web_copy_link





Aspiring Allies


Listen to people who have been working to gain 
equity for African American and Black people.


Support organizations that are engaged in 
the struggle for racial equity and social justice. 


Do the work to unlearn your own racism and 
bias. Sit with the discomfort and awkwardness that 
comes with the territory. Commit to the long-term work 
of eliminating racism.


Learn about the root causes of institutional 
and individual racism and share with others.


KEEP GOING
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Ally is not a term you use to describe yourself. It is how other people 
describe the impact you have on them and their cause.
Black people – and other marginalized people – know when you are truly doing the work and embracing 
their humanity. Let your actions demonstrate your solidarity.


If you aspire to be a true ally, advocate, or accomplice in racial equity and social justice work, here are some 
things you can do.







Some of this content was sourced 
from @bucketlisters on Instagram


 Stay focused and stay accountable.
 Take care of your emotional and mental health.
 Educate yourself on what it means to be anti-racist. Start by reading a book or article in this toolkit, 


then discuss with others.
 Learn the truth, be a truth teller, combat truth suppression, and promote truth-telling.
 Screenshot, share, and repost resources to educate those around you.
 Don’t support organizations that promote hate.
 Support social justice initiatives.
 Get involved with organizations that lead advocacy efforts on issues that impact and serve the 


Black community. 
 Join efforts to combat voter suppression.
 Register to vote and VOTE.
 Remember—the impact on Black communities lasts longer than any tragedy, protest, or news cycle. 


Be consistent. Be an ally and advocate after the outrage ends.


Action Items
KEEP GOING
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https://www.instagram.com/p/CA6CzxOjiuo/?utm_source=ig_web_copy_link





SOURCES
1 Police killings of Black Americans amount to crimes against humanity, international inquiry finds. The Guardian. Ed Pilkington. April 27, 2021. 


https://www.theguardian.com/us-news/2021/apr/26/us-police-killings-black-americans-crimes-against-humanity. Accessed August 3, 2021.
2 Definition of equity. (2020). Awake To Woke To Work: Building a Race Equity Culture. Equity in the Center. https://equityinthecenter.org/aww/. 


Accessed August 2, 2021.
3 Equity vs. Equality. Annie E. Casey Foundation. https://www.aecf.org/blog/racial-justice-definitions. Accessed August 2, 2021.
4 Definition of intersectionality. A Primer on Intersectionality. African American Policy Forum. https://www.aapf.org/publications. Accessed August 


2, 2021.
5 Definition of social justice. Center for Economic and Social Justice. https://www.cesj.org/learn/definitions/defining-economic-justice-and-social-


justice/. Accessed August 2, 2021.
6 Definition of systemic racism. Fair Fight Initiative. https://www.fairfightinitiative.org/systemic-racism/. Accessed August 2, 2021.
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MDHconsultinggroup.com
MDHconsultinggroup@gmail.com


If you would like MDH Consulting Group to conduct training or speak at your organization or 
event, please contact Dr. MarTeze D. Hammonds at MDHconsultinggroup@gmail.com.


If you would like Mosayo Solutions to design your PowerPoint presentations, please contact 
Ife Jacobs at ife@mosayo.solutions.



https://www.mosayo.solutions/

https://www.mdhconsultinggroup.com/

https://www.mdhconsultinggroup.com/

mailto:MDHconsultinggroup@gmail.com

mailto:ife@mosayo.solutions
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EEOC PRIDE 
CONSTITUTION & BY-LAWS 


 
ARTICLE I: PURPOSES OF THE ORGANIZATION 
 
EEOC PRIDE is organized exclusively for charitable and educational purposes. These 
purposes include, but are not limited to: 
 


Assisting the United States Equal Employment Opportunity Commission 
(EEOC) in creating an open and inclusive culture for all its employees and 
stakeholders, particularly for those who are, or are perceived to be, 
Lesbian, Gay, Bisexual or Transgender.  Through education, fostering a 
sense of community, and valuing the contributions of employees and 
stakeholders, EEOC PRIDE believes discrimination can be eradicated and 
the EEOC can become a model for the Federal government. 


 
 
ARTICLE II: OFFICES 
 
The principal office of EEOC PRIDE shall be located at such place as the Board of 
Directors shall designate. The Organization may maintain additional offices at such 
other places as the Board of Directors may designate.  
 
 
ARTICLE III: MEMBERSHIP 
 
Section 3.01.  Membership.  Membership is open to all EEOC federal employees who 
support the mission of EEOC and are qualified to apply for membership.  Members 
may terminate their membership at anytime with a written notice to the Treasurer. 
 
Section 3.02.  Membership Applications.  The Board may institute applications for 
membership which shall be submitted to EEOC PRIDE along with the specified annual 
dues (if any) and shall be processed in accordance with procedures established by the 
Board of Directors.  
 
Section 3.03.  Qualifications.  Membership and participation in PRIDE activities shall be 
free from all bases of discrimination including but not limited to the bases of race, color, 
religion, age, national origin, gender, disability, sexual orientation, gender identity,  or 
political affiliation. 
 
Section 3.04.  Privileges.  Members are eligible to participate in the annual, special or 
general membership meetings; to vote for members of the Board of Directors, to 
participate on committees, and suggest meeting agenda items. 
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Section 3.05.  Dues.  The Board of Directors shall determine annual membership dues.  
The Board shall set the annual dues amount (if any), determine any exemptions from 
paying the dues and  set the payment due date for those dues. 
 
Section 3.06.  Notice.  Any notice required to be given by this Constitution and By-Laws 
may be given by mailing the same to persons by either physical or electronic means and 
the notice shall be deemed given at the dispatch of such mailing.   
 
Section 3.07.  Suspension or Expulsion.  For sufficient cause, any membership may be 
suspended or terminated by a two-thirds majority vote of the Board of Directors.  
Sufficient cause shall be determined by the Board, but includes violations of this 
Constitution and By-laws or any lawful rule or practice duly adopted by PRIDE, or any 
conduct deemed prejudicial to PRIDE’s interests.  Before suspending a member, the 
Board must give the member no less that thirty days written notice that the Board is 
considering suspension.  The notice must provide the member of the date of such vote 
and inform the member of his/her right to be heard, by writing or in person before the 
Board votes on the proposed suspension. 
 
ARTICLE IV: MEMBERSHIP MEETINGS 
 
Section 4.01.  Annual Membership Meeting.  An annual membership meeting shall be 
held once a year at a time and location set by the Board of Directors.  In advance of the 
meeting, any member of PRIDE may suggest to any member of the Board of Directors 
any items for inclusion on the agenda of the annual meeting.   
 
Section 4.02.  General Membership Meetings.  General membership meetings will be 
held periodically throughout the year upon proper notice.   In advance of the meeting, 
any member of PRIDE may suggest to any member of the Board of Directors any items 
for inclusion on the agenda for the general meeting.   
 
Section 4.03.  Quorum.  The annual membership meeting quorum requires that at least 
25% of PRIDE members present in person or via telephone or by other electronic means.  
 
Section 4.04.  Number of Directors.  At the annual meeting of the members, the 
members may vote, in accordance with Section 5.02 to modify the number of Directors. 
Any modification requires a two-thirds (2/3) majority vote of the members entitled to 
vote and voting on the matter. 
 
Section 4.05.  Reports.  At the annual meeting of the members, each officer of PRIDE 
will provide reports to the members on the ongoing and anticipated activities of the 
organization. 
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ARTICLE V: BOARD OF DIRECTORS 
 
Section 5.01.  Power of Board.  The affairs of EEOC PRIDE shall be managed by the 
Board of Directors.  
 
Section 5.02.  Number of Directors.  The number of Directors of EEOC PRIDE shall not 
be less than three or more than ten. The number of Directors may be increased or 
decreased from time to time at an annual meeting but not by more than two directors in 
any given year. No decrease shall shorten the term of any incumbent Director nor shall 
the number of Directors be decreased at any time to less than three. 
 
Section 5.03.  Election and Term of Directors.  The first Board of Directors of EEOC 
PRIDE shall consist of the individuals as set forth in Appendix A for the terms specified 
therein. Thereafter, the Board will be comprised of those Board members elected at the 
annual membership meeting.  The terms of directors shall be for three years and shall 
be staggered.  Each director shall hold office until the annual meeting when his/her 
term expires and until his/her successor has been elected. 
 
Section 5.04.  Vacancies.  Vacancies shall be filled by majority vote of the remaining 
members of the Board of Directors for the unexpired term. A director elected to fill a 
vacancy shall be elected for the unexpired term of his/her predecessor in office and 
shall serve until his/her successor is elected and qualified. 
 
Section 5.05.  Removal of Directors.  A petition calling for a special meeting to remove a 
director must be signed by at least 30% of the members of the organization. The special 
meeting shall be called by the Board of Directors, noticed and held within 30 days after 
receipt of the petition for removal. A quorum for the removal meeting purposes is met 
if at least 40% of the members of the organization are present at the meeting in person 
or by mailing absentee ballot. A member of the board can be removed from office with 
or without cause by a two-thirds (2/3) majority vote of the members entitled to vote 
and voting on the matter at a meeting of the members called for the removal purpose. A 
quorum must be present. 
 
Section 5.06.  Resignation.  Except as otherwise required by law, a director may resign 
from the Board at any time by giving notice in writing to the Board. Such resignation 
shall take effect at the time specified therein, and unless otherwise specified therein, no 
acceptance of such resignation shall be necessary to make it effective. 
 
Section 5.07.  Quorum of Directors and Action by the Board.  Unless a greater 
proportion is required by law, a majority of the directors then in office shall constitute a 
quorum for the transaction of business.  Except as otherwise provided by law or by the 
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Articles of Incorporation (if any) or these Bylaws, the act of a majority of the directors 
present at a meeting at which a quorum is present shall be the act of the Board. 
  
Section 5.08.  Meetings of the Board. 
 
(a) Meetings of the Board of Directors, regular or special, may be held at such place and 
upon such notice as may be prescribed by resolution of the Board of Directors. 
 
(b) The Board shall hold at least four regular meetings a year, but may meet more 
frequently if circumstances require. 
 
(c) A director's attendance at any meeting shall constitute waiver of notice of such 
meeting, excepting such attendance at a meeting by the director for the purpose of 
objecting to the transaction of business because the meeting is not lawfully called or 
convened. 
 
(d) Neither the business to be transacted at, nor the purpose of, any regular or special 
meeting of the Board of Directors need be specified in the notice or waiver of such 
meeting. 
 
Section 5.09.  Informal Action by Directors; Meetings by Conference Telephone. 
 
(a) Unless otherwise restricted by the Articles of Incorporation (if any) or these Bylaws, 
any action required or permitted to be taken by the Board may be taken without a 
meeting if a majority of the directors consent in writing through fax, mail, or by 
electronic mail to the adoption of a resolution authorizing the action. The resolution and 
the written consents thereto by the directors shall be filed with the minutes of 
proceedings of the Board. 
 
(b) Unless otherwise restricted by the Articles of Incorporation (if any) or these Bylaws, 
any or all directors may participate in a meeting of the Board or a committee of the 
Board by means of conference telephone or by any means by which all persons 
participating in the meeting are able to communicate with one another, and such 
participation shall constitute presence in person at the meeting. 
 
Section 5.10.  Voting. Each Director shall have one vote. All voting at meetings shall be 
done personally and no proxy shall be allowed. 
 
Section 5.11.  Compensation. Directors shall not receive any compensation from the 
EEOC PRIDE for services rendered to the Organization as members of the Board. 
However, Directors may be reimbursed for expenses incurred in the performance of 
any Board approved duties for the Organization, in reasonable amounts based on 
policies approved by the Board. 
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Section 5.12.  Absence. Any Board member who is absent from three successive Board 
meetings shall be deemed to have resigned due to non-participation, and his/her 
position shall be declared vacant, unless the Board affirmatively votes to retain that 
director as a member of the Board. 
 
 
ARTICLE VI: COMMITTEES 
 
Section 6.01.  Committees and Task Forces. The Board of Directors may create and 
appoint members to such committees and task forces as they shall deem appropriate.  
Each member of a committee shall serve for two years or such other term as determined 
by the Board unless the committee is sooner dissolved by the Board.   
 
Section 6.02.  Vacancies. Vacancies in the membership of committees may be filled by 
the Board. 
 
Section 6.03.  Rules. Each committee and task force may adopt rules for its meetings not 
inconsistent with these Bylaws or with any rules adopted by the Board of Directors. 
 
 
ARTICLE VII: OFFICERS 
 
Section 7.01.  Officers.  The Board of Directors of EEOC PRIDE shall elect a President, a 
Vice-President, a Secretary, and a Treasurer. Officers shall not receive any salary and 
must be directors of the Organization. Any two offices may be held by the same person, 
except that the President may not hold another office. 
 
Section 7.02.  Term of Office. The officers of EEOC PRIDE shall be elected for one-year 
terms immediately following the regular annual meeting of the members. Vacancies 
may be filled or new offices created and filled at any meeting of the Board. Each officer 
shall hold office until a successor shall have been duly elected or appointed 
 
Section 7.03.  Removal.  Any officer may be removed by a majority vote of the Board of 
Directors in office whenever in the Board's judgment the best interests of the 
Organization will be served thereby. 
 
Section 7.04.  Resignation from Office.  Officers may resign at any time by providing 
written notice to the President. 
 
Section 7.05.  Powers and Duties. The powers and duties of the officers of EEOC PRIDE 
shall be as follows: 
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(a) President.  The President shall be the chief operating officer of the Organization and, 
subject to the control of the Board of Directors, shall perform all duties customary to 
that office and shall supervise and control all of the affairs of the Organization in 
accordance with any policies and directives approved by the Board of Directors. 
 
(b) Vice-President.  The Vice-President shall perform all duties customary to the office 
of Vice-President, preside in the short absence of the President and becomes the 
President for the unexpired term in case of illness, death, incapacitation, resignation or 
removal of the President. The Vice President may assume additional responsibilities as 
deemed appropriate by both the President and the Board of Directors.   
 
(c) Secretary.  The Secretary shall be responsible for keeping an accurate record of all 
meetings of the Board of Directors and the membership meetings, see that all notices are 
duly given in accordance with these Bylaws or as required by law, maintain the official 
records of the organization, and in general perform all duties customary to the office of 
Secretary and such other duties as from time to time may be assigned by the President 
or by the Board.  The Secretary will ensure that all meeting minutes are forwarded to 
the appropriate parties within a reasonable time after the meeting but not later than 
before the next scheduled meeting.   
 
(d) Treasurer.  The Treasurer shall be responsible for financial management, including 
keeping all appropriate fiscal records and ensuring that all funds are recorded, spent, 
and monitored consistent with all legal requirements and sound financial management.  
The Treasurer will provide a financial report update at each Board or membership 
meeting. 
 
ARTICLE VIII: MISCELLANEOUS 
 
Section 8.01.  Fiscal Year. The fiscal year of the organization shall be the calendar year or 
such other period as may be fixed by the Board of Directors. 
 
Section 8.02.  Contracts and Other Documents. The Board of Directors may authorize 
the President and the Treasurer to enter into contracts or to execute and deliver other 
documents and instruments on the Organization's behalf. Such authority may be 
invested in other officers or agents of the Organization from time to time for specific 
purposes. 
 
Section 8.03.  Gifts. The Board of Directors may authorize a member of the Board to 
accept, on behalf of the Organization, any contribution, gift, bequest, or devise, within 
the confines of applicable laws. 
 
Section 8.04.  Checks, Drafts, Loans, Etc. All checks, drafts, loans, or other orders for the 
payment of money, or to sign acceptances, notes, or other evidences of indebtedness 
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issued in the name of EEOC PRIDE shall be signed by such officer or officers, agent or 
agents of the Organization and in such manner as shall be from time to time determined 
by the Board of Directors.  
 
Section 8.05.  Deposits. All funds of the Organization shall be deposited to the credit of 
the Organization in such banks, trust companies, or other depositories as the Board of 
Directors may from time to time select. 
 
Section 8.06.  Books and Records to be Kept.  The Organization shall keep: (1) correct 
and complete books and records of account, (2) minutes of the proceedings of the Board 
of Directors, membership meetings and any committee having any of the authority of 
the Board, and (3) a record of the names and addresses of the Board members entitled to 
vote. All books and records of the Organization may be inspected by any Board 
member, or his/her agent or attorney, for any proper purpose at any reasonable time. 
 
Section 8.07.  Amendment of Constitution and Bylaws. The Constitution and the Bylaws 
of the Organization may be adopted, amended, or repealed by a two-thirds (2/3) 
majority vote of the members, provided that at least ten days' written notice has been 
given each member of the intention to adopt, amend, or repeal such item. 
 
Section 8.08.  Loans.  No loans shall be made by the Organization. 
 
Section 8.9.  Indemnification and Insurance. (a) Unless otherwise prohibited by law, 
EEOC PRIDE shall indemnify any director or officer, any former director or officer, any 
person who may have served at its request as a director or officer of another 
organization, whether for-profit or not-for-profit, and may, by resolution of the Board 
of Directors, indemnify any employee against any and all expenses and liabilities 
actually and necessarily incurred by him/her or imposed on him/her in connection 
with any claim, action, suit, or proceeding (whether actual or threatened, civil, criminal, 
administrative, or investigative, including appeals) to which s/he may be or is made a 
party by reason of being or having been such director, officer, or employee; subject to 
the limitation, however, that there shall be no indemnification in relation to matters as 
to which s/he shall be adjudged in such claim, action, suit, or proceeding to be guilty of 
a criminal offense or liable to the Organization for damages arising out of his/her own 
negligence or misconduct in the performance of a duty to the Organization. 
 
(b) Amounts paid in indemnification of expenses and liabilities may include, but shall 
not be limited to, counsel fees and other fees; costs and disbursements; and judgments, 
fines, and penalties against, and amounts paid in settlement by, such director, officer, or 
employee. The Organization may advance expenses to, or where appropriate may itself, 
at its expense, undertake the defense of, any director, officer, or employee; provided, 
however, that such director, officer or employee shall undertake to repay or to 
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reimburse such expense if it should ultimately be determined that s/he is not entitled to 
indemnification under this Article. 
 
(c) The provisions of this Article shall be applicable to claims, actions, suits, or 
proceedings made or commenced after the adoption hereof, whether arising from acts 
or omissions to act occurring before or after adoption hereof. 
 
(d) The indemnification provided by this Article shall not be deemed exclusive to any 
other rights to which such director, officer, or employee may be entitled under any 
statute, Bylaw, agreement, vote of the Board of Directors, or otherwise and shall not 
restrict the power of the Organization to make any indemnification permitted by law. 
 
(e) The Board of Directors may authorize the purchase of insurance on behalf of any 
director, officer, employee, or other agent against any liability asserted against or 
incurred by him/her which arises out of such person's status as a director, officer, 
employee, or agent or out of acts taken in such capacity, whether or not the 
Organization would have the power to indemnify the person against that liability under 
law. 
 
(f)  Every provision of this Section 8.10 is intended to be severable, and if any term or 
provision is invalid for any reason whatsoever, such invalidity shall not affect the 
validity of the remainder of this Section 8.10 
 
Section 8.10.  Activities of EEOC PRIDE. Notwithstanding any other provisions of this 
Section, the EEOC PRIDE shall not carry on any other activities not permitted to be 
carried on (a) by an organization exempt from Federal income tax under Section 501 (c) 
(3) of the Internal Revenue Code or (b) by an organization, contributions to which are 
deductible under Section 170 (c) (2) of the Internal Revenue Code. 
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Welcome to Starting, Supporting, and 
Sustaining an Agency DEI Group


Please turn off your camera, mute your audio and change your participant name to 
full name with agency name. 


***Please put in the chat: What are you hoping to get from this session?”***


We will get started at 12:00 pm







Diversity


Breadth of differences 


within a group


Privilege


Special advantages or 


immunity granted to a 


particular person or group


2021 SFEB DEI Workshop – reciprocityconsulting.com







2021 SFEB DEI Workshop – reciprocityconsulting.com







Racism
A system of power that benefits white people to the detriment of People of Color


Racism = Prejudice + Power


Any prejudice is hurtful at the personal level, but when a person has structural and 
institutional power in society, their acts of prejudice have much greater impact.


People’s Institute for Survival and Beyond


2021 SFEB DEI Workshop – reciprocityconsulting.com











Structural Racism
refers to a system in which 
different institutions, policies 
and cultural norms layer 
together in ways that 
structurally reinforce racial 
group inequity.


2021 SFEB DEI Workshop – reciprocityconsulting.com







Common Patterns when Talking about Race and Equity


• Defensiveness


• Avoidance


• White guilt or innocence


• Colorblindness


• Maintaining comfort


• Buzz words


• Anger


• Frustration


• Fatigue


2021 SFEB DEI Workshop – reciprocityconsulting.com


River Rally Workshop Sponsored by EPA June 21-24, 2019, Cleveland, OH







Norms for Courageous Conversations about 
Race and Equity


• Stay engaged


• Speak your truth


• Be mindful of your privilege


• Experience discomfort


• Listen for understanding
and empathy


• Expect and accept 
non-closure


River Rally Workshop Sponsored by EPA June 21-24, 2019, Cleveland, OH


2021 SFEB DEI Workshop – reciprocityconsulting.com







A Range of DEI Groups in Federal Agencies
which can be described with the following relatively independent attributes


DEI Emphasis


Women, Black, American Indian/Alaska Native, Hispanic, Asian/Pacific Islander, LGBT, Disabled, Veteran, DEI


Function


Peer Support & Solidarity Policy Recommendations


Structure


Agency Defined Staff defined, organic & evolving


Scale


National Regional State Local Office


Staffing


Admin support Fully volunteer


Senior Manager Support


Compliance and caution Broad, enthusiastic support
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IMPLEMENTING DIVERSITY, 
EQUITY, AND INCLUSION IN A 


FEDERAL AGENCY


Darryl Means, CMS
Regional Administrator/
Senior Advisor DEI







LANGUAGE IS 
IMPORTANT!
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What are you thinking?







1. B***h!


2. N****r


3. Fa***t


4. Bla**


5. Whi**


6. Red****


7. Asi**


8. Ind***
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1. Beach!


2. Nearer


3. Faucet


4. Blake


5. While


6. Redford


7. Aside


8. Indeed
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Indeed –


You may need to  “shift” the way you think!


14
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Definitions
Diversity: The range of human differences.  It’s also a set of conscious practices that seek to understand 


and appreciate the interdependence of humanity, cultures, and environment.


Equity: Ensuring that everyone has support and access to the resources needed to be successful and 


identifying and eliminating barriers that have prevented the full participation of communities most impacted 


by systemic oppression. 


Inclusion: Ensuring that people of all backgrounds, identifies, abilities, perspectives, and beliefs have an 


equal opportunity to belong, achieve, and contribute. Belonging.


Accessibility: Ensuring the opportunity to acquire the same information, engage in the same interactions, 


and enjoy the same services in an equally integrated and equally effective manner, with substantially equivalent 


ease of use.


Health Equity:  Ensuring EVERYONE has the ability to achieve the best level of health 







Executive Order 14035


• Directs Diversity, Equity, Inclusion and Accessibility in the Federal Workforce, signed 
June 25, 2021


• Directs each agency to assess the current state of diversity, equity, inclusion and 
accessibility


• Develop a strategic plan to eliminate barriers and create environment where 
everyone has access to equal opportunities   


Policy: EO 13985 (January 20, 2021)


• Advancing Racial Equity and Support for Underserved Community Through the 
Federal Government.  


• Outlines the “Whole of business equity agenda”; review agency policies and 
programs within 200 days.


Historical Data 
• Presidents Roosevelt, Kennedy, Nixon, G.W.Bush, Obama, and now Biden.            


80 years!
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When you say Diversity…?
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 Gender differences


 Racial differences


 Ethnic background (home country, language, values, etc.)


 Generational differences


 Type of job/profession/education Physical attributes or ability and/or 


hidden disabilities 


 Veteran Status


 Et cetera…
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DEI Development
How do you get started?


• Assemble a team collaborating with EEO and HR


• Do research and take polls of how people think of DEI in your organization


• Assess DEI over the years – how well your agency has done with DEI in past


• Develop a DEI organizational strategy


• Determine how you will implement your DEI strategy


• Determine how you will communicate your DEI strategy


• Determine how you will champion and monitor your strategy


 Establish a DEI Council
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DEI Council Mission


• Employees are core to carrying out the Agency’s mission, vision, and initiatives 


• You should want the best for your employees and the community you serve


• Establish a DEI Council to:


1. Maintain a culture that values and recognizes all employees’ unique 


identities and perspectives that further the mission and enhance your 


culture 


2. Provide all employees with equitable access to opportunities for growth 


and development


3. Create an Agency that reflects the communities you serve. 
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Purpose


The DEI Council guides and supports the Agency through the 


implementation of the DEI Strategic Plan and the ongoing integration of 


DEI and accessibility into all aspects of work in your organization. 


The Council will act as an advisory body to the DEI Implementation Team, 


the Administrator and advocate for the interests of employees. 
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Objectives


The DEI Council’s enforce an agencies appreciation of the contributions of all its 


employees. It helps to prioritize collaboration, flexibility, and fairness while leveraging 


diversity.  It also empowers employees to participate and contribute at their full potential. 


The Council should focus on supporting the Agency through its efforts to meet the 


established milestones and priorities set forth by the DEI Strategic Plan. This will enable 


the Agency to achieve the following:  


• Transform your DEI Analytics Capability


• Equip Every Leader/Manager to be a DEI Champion


• Embed Inclusion into the Culture


• Build DEI into Talent Processes (hiring, onboarding, etc)


• Invest in DEI Infrastructure (leadership, staff, funding)
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Four Reasons for DEI


1. Helps to attract and retain top talent


2. Happier employees; higher employee survey scores


3. Makes your agency more adaptable and creative


4. Saves Money!  Discrimination cases are expensive
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What does the Council Do?
 Monitoring and ensuring the timely and successful implementation of the DEI Strategic Plan


 Providing guidance, and organizational and DEI Subject Matter Expertise (SME) to the DEI 


Implementation Team and the Administrator


 Supporting the development of measures (e.g., OKRs, metrics) for DEI implementation success and 


monitoring achievement to promote transparency and accountability 


 Tracking and assisting with the management of risks to the implementation of DEI strategic initiatives


 Providing recommendations to address systemic inequities where they exist


 Informing and consulting with leadership, staff, and the administration regarding DEI initiatives 


 Advocating for the procurement and/or addressment of immediate needs, resources, support, and 


consultation regarding DEI issues for employees and managers


 Partnering with the HR to champion and connect the dots across the organization regarding ongoing DEI 


and professional development training for employees 


 Soliciting feedback from management and employees to inform decision-making and understand 


opportunities for improvement


 Sharing the work of the DEI Implementation Team with the Leadership Team(s) in partnership with HR, 


EEO and other key stakeholders 







DEI Council Expected Outcomes
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• Timely and effective implementation


• Increase Support of DEI efforts (Champions)


• Develop and ensure synergy around DEI with all internal and external stakeholders







Roles and Responsibilities
Chair


• Lead facilitation of 11-member Council meetings 


• Provide ongoing and visible support to the Council


• Collect findings and recommendations from the Council at least annually


• Coordinate with the appropriate stakeholders to enable the implementation of approved Council 


recommendations


• Provide updates to Administrator, the Leadership Team, and other key stakeholders, as necessary in 


coordination with the Directors of EEO and HR


Co-Chair


• Provide Council facilitation support to the Council Chair, as needed


• Ensure the Council meets according to the established Meeting Schedule (at least monthly)


• Determine Council meeting agenda in coordination with Council Chair, OHC, OEOCR, and        


implementation team 


• Coordinate with the Implementation Team to establish and support the facilitation of DEI Town Halls       


and/or Town Halls where DEI is the focus


.
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Standing Members


• Attend and participate in Council meetings


• Serve as a communication channel through which all Agency employees can express ideas as they relate to 


DEI, serving as a link between employees and management


• Represent constituents’ concerns and ideas regarding DEI


• Ensure strategic planning is aligned with DEI objectives 


Administrative Support


• Record Council meeting minutes and ensure action items are captured, documented, and preserved in 


accordance with document retention processes and procedures


• Monitor Risks and Issues in keeping with the established Risk Management and Status Reporting processes


• Support the development of Council reports, briefings, and other materials as necessary


Roles and Responsibilities cont’d







Selection Process


• Inclusive, aware, and appreciative of other perspectives


• Culturally sensitive 


• A heart to serve; a true public servant


• High emotional IQ


• Metered, measured and disciplined in approach


• Open minded


• Good listener


• Influencer/leader


• Courageous


• Curious, inquisitive


• Collaborative


• Committed


• Self-aware
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Schedule, Guidelines, and Procedures
Meeting Schedule: The Council should convene on at least a monthly basis with additional meetings held 


depending on the scope of activities and events. Meeting agendas should be prepared in advance.


Operating Guidelines and Procedures: The Council will establish standard operating procedures and 


guidelines for Council interactions during the first Council meeting or, “initiation meeting.” These guidelines 


and procedures will establish norms for Council member participation and interaction as well as for how the 


Council will gain consensus and/or alignment on key topics and decisions. Consider stagnating 


membership.


Charter Maintenance: The Charter will be reviewed by Council members annually on the anniversary of 


the Charter’s publication date (October 2021). The Council will revise the Charter, as needed, upon review. 


Additional off-cycle reviews may be necessary for select events, such as the appointment of a new Chief 


Diversity Officer or Administrator. Charter revisions will also be documented, reviewed, and approved by the 


Council Chair and Co-Chair.
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BOTTOM LINE:  DEIA takes hard work, commitment, and will call 
for a change in the way we think, what we say, and how we 
interact.  Remember, what you say and how you say it matters.  


Say This… Not That


I try to be fair with everyone I work with. I’m colorblind. I don’t see color.


You did a great job with the presentation. You are so articulate.


Person with a disability Disabled person


Off track Off the reservation


Observers Peanut gallery


Exempt Grandfathered in


Has a traumatic brain injury Brain damaged


Spouse or partner Husband or wife


I recognize that addressing bias is a lifelong
journey and I am actively engaging in that journey.


I’m not racist.  I have [fill in the blank] friends.
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“I do solemnly swear (or affirm) that I will support and defend the Constitution 
of the United States against all enemies, foreign and domestic, that I will bear
true faith and allegiance to the same; that I take this obligation freely, without
any mental reservation or purpose of evasion, and I will well and faithfully
discharge the duties of the office on which I am about to enter.  So help me God!”


Oath of Federal Service








 
NWFSC Team for Inclusion, Diversity, and Equity (TIDE): Charter 


 
Mission: 


● The NWFSC believes the success of our scientific work relies on a community that 
values diversity, inclusion, and equity throughout our scientific, administrative, and 
support services. The TIDE’s work will ensure that this supportive environment exists, 
allowing us to create science and service that is reliable, relevant, and credible by 
promoting a culture of diversity, inclusion, and equity at the NWFSC.  


● This supports the vision described in the NOAA Fisheries Diversity and Inclusion 
Strategic Plan 2017-2019 of creating “an inclusive environment in which the Agency 
leverages diversity to achieve mission goals and business objectives and maximizes the 
potential of individuals and the organization.”  


● This work will also help implement the NWFSC Vivid Description of the Future, when 
“the Center’s culture is grounded in positivity and inclusion. The diversity of the Center’s 
workforce extends beyond gender, race, ethnicity, and generational boundaries. It is 
rooted in a shared value that cultivates and encourages diversity of thought, educational 
background, world view, and behavior styles.” 


 
Guiding Principles: 


● Respect. The Team will be respectful and non-judgmental in our interpersonal behavior 
as we identify, research, and present issues and potential solutions.  The Team will 
cultivate a culture of “calling in” (reflecting, learning, and improving in response to 
problematic issues) rather than “calling out” (focusing on the negative behavior). 


● Synergy: The Team will recognize that everyone brings different backgrounds and 
experiences and has varying levels of knowledge on diversity and inclusion topics. We 
are more than just the sum of our parts. 


● Engagement. The Team will create a welcoming environment on this Team for all 
NWFSC members and educate the community regarding the functions and processes of 
the Team. 


● Exploration. The Team will be receptive to identifying and addressing new topics and 
issues related to diversity, inclusion, and equity. The Team will keep an open mind as 
we learn together and encounter challenging issues.   


● Solutions. The Team will strive to go beyond identifying issues to find resolutions that 
improve our community.  


● Sustainability. The Team will create a cultural shift towards a more diverse, inclusive, 
and equitable NWFSC and maintain these improvements into the future.  


 
Annual Action Plan: 


● The Team will consider long-term goals while focusing on achievable outcomes. To do 
this, the Team will develop an annual action plan for each calendar year. Some items 
may continue over more than one year, but the plan will focus on the near-term goals. 


● This plan will strive to be realistic by acknowledging the inherently limited time and 
people available. This plan will also be flexible, as priorities and goals change.  







● At the end of each year, the action plan for the previous and upcoming year and the 
actualized outcomes will be reviewed and assessed by the TIDE as well as by the 
NWFSC Leadership Team (L-Team). These reviews will ensure support from the TIDE 
and the L-Team. At this time, the L-Team will identify areas both where they can 
contribute to the outcome and/or provide guidance on working with other Center staff 
and programs to implement the action.  


● Once finalized, the new action plan will be posted to the NWFSC Homeport and via an 
All-Hands email to the NWFSC community. 


 
Membership: 


● While all meetings are open to the NWFSC community, the core membership will be 
able to vote on items. To become a Core Member, individuals must obtain supervisory 
permission, include TIDE participation in their performance plans, inform TIDE 
leadership of their intention to be a Core Member, and plan to participate in half or more 
of the monthly meetings throughout the year.  


● Core Members will work with their supervisors to appropriately include participation on 
the Team in performance plans (e.g., participation may be acknowledged under an 
existing performance element). Details should be agreed upon, but broadly a member 
should plan to spend no more than 5% of their time and a leader (e.g., chair and vice-
chair) no more than 10% of their time on TIDE-related activities. The following language, 
based on our objectives, can be adapted for use in performance plans: 


o “Work to develop and ensure a supportive environment where the NWFSC 
community can create science and service that is reliable, relevant, and credible 
by promoting a culture of diversity, inclusion, and equity.” 


● The core membership of the Team shall strive to represent the NWFSC community 
across each division, area office, staff levels, and types of diversity. Supervisors are 
welcome and encouraged to serve on the Team. 


● Potential members may join at any time. The Team may also pro-actively recruit new 
Members when 1) a standing Member’s term ends; 2) a Member decides to leave the 
Team; or 3) during an open call for new members, which will occur at a minimum of 
every two years. At this time, the TIDE does not have a goal for specific number of Core 
Members, but this may be re-visited. 


● Team members shall serve for two years, which can be extended with supervisor 
approval. 


● A Sponsor will be identified by the L-Team, which may rotate regularly. This person will 
attend meetings at least quarterly to hear updates on progress and provide feedback to 
the group, as well as to gather information to report back to the L-Team.  
 


Leadership: 
● Members will elect a Chair and Vice-Chair on a yearly basis. 
● These appointments may be extended with supervisor approval and support from a 


majority of the Team. 
● The Chair will plan to attend nearly all meetings, oversee meeting discussions, finalize 


agendas, communicate with Leadership Team, and serve as the internal and external 
face of the Team. 







● The vice chair will substitute for the chair as needed and participate in the development 
of agendas and communication activities. 


● At the end of the Chair’s term, the Vice-Chair will be nominated to be the next Chair, 
which will be voted on and must be approved by a majority of the Team. 


  
Project Teams 


● The Team may form Project Teams to address specific issues or to help conduct special 
events. These Project Teams may contain Core Members and additional volunteers. 
These meetings do not require recorded minutes, but will report back to the Team as a 
whole. 


  
Meeting Times and Process 


● At a minimum, the Team will meet every two months. 
● Every meeting will be open to the full NWFSC community. 
● Meeting responsibilities will be rotated and will include a meeting leader (typically the 


Chair or Vice-Chair), note taker, and time keeper.  
● The meeting leader will develop an agenda with input from the Team that will be 


distributed prior to the meeting and will include topics, time estimate, and discussion 
leaders. They will also identify action items before the meeting adjourns. 


● The time keeper will ensure that meetings stay on task and that each agenda item is 
given the time needed for discussion. 


● The note taker will record outcomes, and the Chair and Vice-Chair will report action 
items and decisions to all NWFSC staff through appropriate channels within two weeks 
of each meeting. 


● The final five minutes of each meeting will include an evaluation of how to improve the 
next meeting, focusing on what worked well or could be done better, whether the amount 
of time was appropriate for agenda items, and whether everyone was able to contribute. 
 


Voting 
● In addition to electing leadership positions, the Team may vote on identifying priorities, 


selecting projects, or other items. 
● A quorum (over 50% of Members in attendance) is required to conduct a vote.  
● The Team will strive for consensus, but issues that cannot reach consensus will be 


approved by a simple majority of all Members in attendance.  
● If desired by the minority, their views will be documented for the record. 


 
Amending the Charter 


● The charter will be revisited annually to assess the need for changes. 
● Any item in the Charter may be amended by a majority vote of the Team. Amendments 


will be reviewed by the Deputy Science Director who will approve the amendment as 
written or provide feedback to the Team. The NWFSC L-Team and the Workplace 
Engagement and Collaboration Team may be consulted for input. 


 
 
 
Approved: 
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1.   PURPOSE AND SCOPE 


 
The objectives of the Bureau’s Diversity Management and Affirmative Employment programs are 
to adopt best practices to promote diversity and inclusion, and to identify and remove any barriers 
for achieving equal employment opportunity.   The Bureau commits to the goal of achieving a 
diverse workforce and ensuring inclusion for all.   No person shall be subject to retaliation for 
participating in any of the programs covered by this policy. 


 
The Bureau gives full consideration to the recruitment, hiring, placement, retention, training, 
and advancement of staff and applicants in accordance with all applicable laws and regulations. 


 
Establishing a model Equal Employment Opportunity (EEO) program at each worksite will 
provide the infrastructure to achieve the ultimate goal: a discrimination-free work environment, 
with an atmosphere of inclusion and open competition for employment opportunities. 


 
Six elements necessary for a model EEO program are: 


 
■ Demonstrated commitment from agency leadership. 
■ Integration of EEO into the agency’s strategic mission. 
■ Management and program accountability. 
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■ Proactive prevention of unlawful discrimination. 
■ Efficiency. 
■ Responsiveness and legal compliance. 


 
This policy requires all managers to demonstrate a firm commitment to equality of 
opportunity for all employees and applicants for employment. Even the best workplace 
policies and procedures will fail if they are not trusted, respected, and vigorously enforced. 


 
a. Summary of Changes 


 
This revision specifies that AEP Committee’s Memorandum of Understanding is signed by the 
selectee and his/her supervisor; that bi-annual assessments of SEPM’s, alternates, and ROPC’s 
occur in March and September; and that Regional Offices and training centers may hold AEP 
Committee meetings at a minimum of every other month. 


 
Policy Rescinded 
P3713.29 Diversity Management and Affirmative Employment Programs (12/4/15) 


 
b. Program Objectives.   Anticipated outcomes of this program are: 


 
■ Equal employment, promotion, and training opportunities will be made available to all 


employees. 
■ Affirmative Employment Program (AEP) Committees will continue to operate at each facility 


and will discuss local employment opportunities and diversity topics. 
■ The elements of a model EEO program will be communicated to employees as a core principle 


for sound management of a diverse workforce. 
■ All applicable laws, regulations, and policies concerning Equal Employment, Affirmative 


Employment, and Diversity Management will be followed. 
■ Barriers affecting recruitment, hiring, retention, or career development of staff will be 


identified and eliminated. 
 
c. Institution Supplement Required.   Implementation of this policy may require development 
of local Institution Supplements. 


 
3. ACTION REQUIRED 


 
Each Chief Executive Officer (CEO) (Regional Director, Assistant Director, Warden, Regional 
Reentry Manager [RRM], Staff Training Center Director) will ensure compliance with this policy. 
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4. AGENCY ACA ACCREDITATION PROVISIONS (see the Program Statement 
Directives Management Manual, Sections 2.5 and 10.3) 


 
■ American Correctional Association 4th Edition Standards for Adult Correctional Institutions: 


4-4053, 4-4054, and 4-4116. 
■ American Correctional Association 4th Edition Performance Based Standards for Adult Local 


Detention Facilities: 4-ALDF-7F-04. 
■ American Correctional Association 2nd Edition Performance Based Standards for 


Administration of Correctional Agencies:   2-CO-1C-09, 2-CO-1C-09-1, and 2-CO-1G-04. 
 
REFERENCES 


 
Program Statements 
P2000.02 Accounting Management Manual (10/15/86) 
P3000.03 Human Resource Management Manual (12/19/07) 
P3451.04  Awards Program, Incentive Awards, Bureau of Prisons (7/10/01) 
P3713.24  Discrimination and Retaliation Complaints Processing (6/16/14) 
P3713.25  Anti-Discrimination (6/16/14) 
P3713.26 Anti-Harassment (6/16/14) 
P3906.22 Employee Development Manual (4/30/15) 


 
Master Agreement between Federal Bureau of Prisons and Council of Prison Locals (July 21, 2014 
– July 20, 2017) 


 
Other Agencies’ Directives, U.S. Code, and Code of Federal Regulations 
■ Department of Justice (DOJ) Equal Employment Opportunity Policy 
■ 5 U.S.C. Sec.552a(b)(1) 
■ Office of Personnel Management Handbook: Addressing Sexual Orientation Discrimination in 


the Federal Government 
■ DOJ 1200.1, Chapter 4-1, Equal Employment Opportunity Program (9/12/03) 
■ EEOC Management Directive 715, Federal Responsibilities under Section 717 of Title VII and 


Section 501 of the Rehabilitation Act (10/1/03) 
■ Title VII of the Civil Rights Act of 1964, as amended (42 U.S.C. § 2000 et seq.) 
■ The Age Discrimination in Employment Act of 1976, as amended (29 U.S.C. § 621 et seq.) 
■ Genetic Information Nondiscrimination Act (GINA) of 2008 
■ The Rehabilitation Act of 1973, as amended (29 U.S.C. § 791 et seq.) 
■ Americans with Disabilities Act Amendments 
■ Notification and Federal Employee Antidiscrimination and Retaliation Act of 2002 (No Fear 


Act), Pub. L. 107-174 
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■ Civil Service Reform Act of 1978 
■ Executive Order 11478, as amended 
■ Executive Order 12731, as amended 
■ Executive Order 13087, as amended 
■ Executive Order 12067, as amended 
■ Executive Order 112106, as amended 
■ Executive Order 13152 
■ Executive Order 13171 
■ Executive Order 13125 
■ Executive Order 13270 
■ Executive Order 13548 
■ Executive Order 13583 
■ Title 5 CFR Part 720 
■ Title 28 CFR Part 39 
■ Title 28 CFR Part 42, Subpart A 
■ Title 29 CFR Part 33 
■ Title 29 CFR Parts, 1601, 1604, 1608, 1613, and 1614 
■ DOJ Manual and Procedures for Providing Reasonable Accommodations 


 
Records Retention Requirements 
Requirements and retention guidance for records and information applicable to this program are 
available in the Records and Information Disposition Schedule (RIDS) on Sallyport. 
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Chapter 1. DELEGATION OF PROGRAM AUTHORITY AND RESPONSIBILITIES 


 
This section outlines responsibilities for implementing Diversity Management and Affirmative 
Employment programs at all organizational levels. 


 
1. Director’s Responsibilities.   The Director enforces the Diversity Management and 
Affirmative Employment programs to ensure that all employees and applicants are treated fairly 
and equitably.   The Director communicates to staff their responsibility under Federal statutes to 
contribute to a work environment that: 


 
■ Is free of discriminatory practices and procedures. 
■ Is inclusive and fair. 
■ Embraces the uniqueness of others. 
■ Values each employee. 


 
In compliance with MD 715 and 29 CFR 1614.102, the Director shall designate an EEO Director 
who reports directly to him/her. The EEO Officer will report to the EEO Director and must not be 
located in the Office of General Counsel or the Human Resource Management Division. 


 
In compliance with MD 715, the Director must issue a written policy statement expressing his/her 
commitment to equal employment opportunity (EEO) and a workplace free of discriminatory 
harassment.   This statement should be issued at the beginning of his/her tenure and thereafter on 
an annual basis and disseminated to all employees.   New supervisors will receive a copy of such 
statement during initial supervisory training. 


 
The Director delegates to each Regional Director, Assistant Director, and CEO the responsibility 
for implementing Diversity Management and Affirmative Employment programs for regional 
offices, training centers, institutions, Federal Correctional Complexes (FCC), the Grand Prairie 
Office Complex, and the Central Office, to include: 


 
■ Ensuring compliance with Federal statutes governing Affirmative Employment under Title VII 


of the Civil Rights Act and Section 501 of the Rehabilitation Act. 
■ Demonstrating a commitment to equal opportunity that is consistently communicated through 


the ranks. 
■ Developing a system to evaluate program effectiveness and identify and eliminate barriers. 
■ Ensuring appropriate practices are identified to improve the effectiveness of agency efforts to 


recruit, hire, promote, retain, develop, and train a diverse and inclusive workforce, consistent 
with merit system principles and applicable laws. 
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■ Ensuring accuracy of data and timely submission of reports. 
 
2. Regional and Assistant Directors.   Assistant and Regional Directors delegate to their CEOs, 
branch chiefs, and administrators the responsibility to ensure that resources are provided to 
implement Diversity Management and Affirmative Employment initiatives to enhance 
recruitment, hiring, retention, career development, and advancement opportunities.   Regional and 
divisional recruitment programs, formal and informal, include outreach initiatives that enhance 
employment opportunities for all staff. 


 
Each Regional Director selects and directly, or through his/her Deputy, supervises a Regional 
Affirmative Employment Administrator, per MD-715 and 29 C.F.R. 1614.102. 


 
The Regional Director ensures that resources are available to the Regional Affirmative 
Employment Administrator, who keeps the Regional Director and the EEO Officer informed of 
barriers or program concerns. 


 
Each Assistant and Regional Director ensures the incorporation of Equal Employment 
Opportunity principles in his/her policies, procedures, and training initiatives as a core principle of 
personnel management. 


 
In compliance with MD 715, each Assistant and Regional Director must issue a written policy 
statement expressing his/her commitment to equal employment opportunity (EEO) and a 
workplace free of discriminatory harassment.   This statement should be issued at the beginning of 
his/her tenure but no later than 30 days thereafter.   The statement must be reissued on an annual 
basis and disseminated to all employees within the respective divisions or regions. 


 
3. Chief Executive Officers (CEO) (for the purpose of this section, CEO does not include the 
Director, Assistant Directors, or Regional Directors).   Each CEO ensures that resources are 
allocated to administer the Diversity Management and Affirmative Employment programs 
effectively.   The CEO: 


 
■ Issues an initial “Statement of Commitment” upon arrival but no later than 30 days 


thereafter, to communicate to staff his/her commitment to equal employment opportunity 
(EEO) and a workplace free of discriminatory harassment.   The statement is reissued annually 
to all staff and posted where it is visible and accessible.   The “Statement”: 
 Confirms managerial responsibility to recruit, hire, and promote qualified individuals in all 


job categories without regard to race, color, religion, sex, age, national origin, 
disabilitystatus, gender identity, parental status, or sexual orientation. 
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 Confirms managerial commitment to create a work environment where: 
 


• Equitable training and career development opportunities are available. 
• Each employee is valued. 
• Each employee is expected to make a contribution to the Bureau’s mission. 
• No employee is subject to retaliation as a result of participation or non-participation in 


any Affirmative Employment program. 
 


 Confirms the Bureau’s commitment to the vision of achieving a diverse workforce at all 
levels. 


 
■ Discusses with managers and supervisors the need to establish an effective avenue to address 


employment barriers and staff concerns, especially: 
 


 Recruiting, hiring, developing, and retaining supervisors and managers with effective 
communication and interpersonal skills. 


 Providing managers and supervisors with training and resources to understand their 
responsibilities, including EEO policies, reasonable accommodation procedures, and 
Alternative Dispute Resolution. 


 Providing new managers and supervisors a copy of the “Statement of Commitment.” 
 
■ Involves managers and supervisors in program initiatives that support the Bureau’s Diversity 


Management and Affirmative Employment programs. 
■ Ensures that a self-assessment is conducted at least annually, to assess the program’s 


effectiveness and ascertain whether a good faith effort has been made to identify and remove 
barriers to equality in the workplace. 


■ Evaluates managers and supervisors on their efforts to ensure equality of opportunity. 
■ Appoints an Affirmative Employment Chairperson who reports directly to him/her. 
■ Ensures that the Affirmative Employment Chairperson serves on advisory boards and 


committees essential to the facility’s operation (policy review committee, local workgroups, 
etc.).   If the topics discussed concern negotiable conditions of employment, the Union is 
entitled to be present and represent bargaining unit staff. 


■ Establishes a standard or electronic Affirmative Employment bulletin board.   Standard 
bulletin boards should be in a prominent place accessible to all staff (e.g., the front entrance, 
the employee lounge).   Electronic bulletin boards may include monitor displays, intranet 
pages, or other media displays. 


■ Selects a local, collateral duty, Diversity Management Instructor.   A FCC will have one 
primary instructor and at least two alternates. 
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4. Human Resource (HR) Managers. Human Resource Managers are responsible to recruit 
from a diverse, qualified group of potential applicants to secure a high-performing workforce 
drawn from all segments of society. 


 
Human Resource Managers provide data to keep the CEO and Affirmative Employment 
Committee informed about employment trends that affect recruitment, hiring, advancement, and 
retention, including: 


 
■ Maintaining a data system that collects accurate information on race, national origin, sex, and 


disability status. 
■ Engaging in outreach and recruitment efforts to obtain a diverse applicant pool. 
■ Maintaining a tracking system to permit analysis of recruitment activities and examination of 


potential barriers to equal opportunity. 
■ Supporting the Departmental goals for hiring individuals with disabilities. 
■ Collecting and discussing with the Committee, at least quarterly during scheduled meetings, 


local employment statistics (new hires, separation rates, projected vacancies, incentive awards, 
promotions, disciplinary actions, etc.). 


■ Maintaining data tracking the number and types of reasonable accommodation requests 
received and the number denied, approved, and pending approval. 


 
5. Managers and Supervisors.   To ensure the success of the Diversity Management and 
Affirmative Employment programs, managers and supervisors: 


 
■ Ensure Committee members from their department have time to perform collateral-duty 


Affirmative Employment responsibilities; this will be up to 20 percent of their duty time, but 
may be adjusted for special projects, based on the needs of the Afffirmative Employment 
Committee. 


■ Ensure their staff are permitted to attend Diversity and Affirmative Employment programs. 
■ Foster a work environment that provides equitable training and career development 


opportunities. 
■ Create an inclusive work environment that embraces the uniqueness of others and where each 


employee is valued. 
■ Ensure an avenue is available to identify and address staff concerns (e.g., be accessible to staff) 


within their department. 
■ Inform staff of the expectation that employees under their supervision will promote fair and 


equitable treatment. 
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■ Support Affirmative Employment initiatives identified in the local Management Directive 
(MD) 715, Federal Equal Opportunity Recruitment Program (FEORP) Plan, and Disabled 
Veterans Affirmative Action Program (DVAAP) Plan. 
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Chapter 2. ADMINISTERING THE AGENCY’S PROGRAM 
 
1. Affirmative Employment Programs Office (AEPO).   Per the MD-715 and 29 C.F.R. 
1614.102 under the direction of the Chief, Office of Conflict Resolution, Equal Employment, and 
Diversity (CREED), the AEPO is responsible for the effectiveness and efficiency of the agency’s 
Affirmative Employment Program (AEP).  The AEPO: 


 
■ Ensures that adequate resources are available to administer the AEP. 
■ Develops and implements policies governing the AEP. 
■ Analyzes workforce data (applicant flow, disciplinary actions, promotions, awards, 


accessions, and separations), to keep abreast of accomplishments and employment trends that 
affect employment, advancement, and retention. 


■ Monitors and evaluates the AEP to keep abreast of strengths and weaknesses and recommend 
corrective action(s). 


■ Conducts barrier analyses in accordance with MD-715. 
■ Reviews reports submitted by the institutions and regions to monitor national 


accomplishments, employment barriers, staff concerns and issues, and recruitment initiatives. 
■ Advises management on employment trends. 
■ Periodically conducts staff assistance visits at regional offices. 
■ Develops and submits the agency’s FEORP and Disabled Veterans reports for inclusion in the 


DOJ submissions. 
■ Maintains contact with national organizations representing various diverse groups. 
■ Submits the agency’s MD-715 to EEOC for review. 
■ Ensures proper training of all Affirmative Employment staff, both full time and collateral duty. 
■ Provides advice and direction to Regional Affirmative Employment Administrators, AEP 


Committee Chairpersons, and SEPMs, as requested. 
■ Coordinates national training meetings for SEPMs when approved. 
■ Oversees the development of Affirmative Employment Program Review Guidelines. 
■ Develops the Bureau’s strategic plan objectives for Affirmative Employment. 


 
2. Diversity Management Program.  Under the direction of the Chief, Office of CREED, 
Diversity Management initiatives are implemented by the Diversity Management Administrator. 
The CEO must assume a leadership role in recruiting and selecting employees from all segments of 
society.   Human Resource offices must provide critical support for these efforts.  
 
The primary objectives of Diversity Management are to: 
 
■ Maintain a diverse workforce that works together and is able to effectively communicate. 
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■ Through training initiatives, provide staff a greater understanding of the value of diversity and 
inclusion. 


 
The Diversity Management Administrator oversees the Bureau-wide implementation of 
Diversity Management initiatives.   The Administrator: 


 
■ Directs, monitors, and evaluates the Bureau’s Diversity Management Program. 
■ Provides direction and guidance to senior leadership on the Bureau’s Diversity Management 


Program. 
■ Provides advice and direction on diversity issues to local Diversity Management Instructors. 
■ Monitors training needs and provides training and guidance to local Diversity Management 


Instructors. 
■ Helps develop diversity curricula for new employee training, Annual Training (AT), and other 


training programs. 
■ Coordinates and conducts training for Central Office staff, Diversity Management Instructors, 


and at national and regional training meetings. 
■ Oversees the development of the Bureau’s Diversity Management Program Review 


Guidelines. 
■ Assists in the development of the Bureau’s strategic plan objective as it relates to diversity. 
■ Works with the Bureau’s National Recruiter to ensure diversity initiatives are implemented 


when recruiting. 
 
3. Regional Affirmative Employment Program (AEP)Administrator. The Regional AEP 
Administrator administers the region’s AEP and provides guidance and technical assistance to the 
AEP Committee at the regional office and institutions.   The Administrator: 


 
■ Ensures that resources are appropriately used to administer the region’s AEP. 
■ Reviews, monitors, and analyzes institution reports (e.g., MD-715, FEORP, DVAAP, After 


Action Reports, Chairperson’s Mid-Year Accomplishment Reports, Affirmative Employment 
committee meeting minutes) to evaluate the effectiveness of the local programs. 


■ Assesses each special emphasis program area at each institution within his/her region to 
monitor type and purpose of activities, staff issues, recommendations and suggestions, 
etc.,and forward pertinent information to the AEPO. 


■ Analyzes workforce data (applicant flow, disciplinary actions, promotions, awards, 
accessions, and separations) to keep abreast of trends within the region. 


■ Keeps the Regional Director advised of employment trends, program accomplishments, 
concerns, strengths, and weaknesses. 


■ Develops and submits the region’s MD-715 and DVAAP for inclusion in the Bureau’s reports. 
■ Ensures that strategies are implemented region-wide in support of Bureau initiatives. 
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■ Monitors and evaluates operational and program review findings and recommends corrective 
action(s), as needed. 


■ Develops a mid-year report of regional accomplishments to be submitted to the AEPO by 
May 30 each fiscal year.   Reports include: 


 
 Accomplishments that support institution, region, and agency MD-715, FEORP, DVAAP, 


and recruitment initiatives. 
 Progress in eliminating regional barriers to employment, advancement, and retention of 


staff. 
 Staff concerns that affect the national program and recommendations for addressing them. 


 
■ Maintains contact with national organizations representing various ethnic groups and women. 
■ Conducts staff assistance visits to institutions within the region to train new Affirmative 


Employment Program Committee members and provide technical assistance. 
■ Maintains at least quarterly contact (teleconferences, e-mail, etc.) with institution and regional 


AEP Chairpersons to provide advice, technical assistance, policy changes, and program 
initiatives. 


■ Monitors local recruitment initiatives to eliminate duplication and ensure that activities 
support regional and national recruitment (FEORP, DVAAP, and MD-715 objectives). 


 
4. Local Affirmative Employment Program (AEP).   Each CEO maintains an active AEP 
Program, including establishing an AEP Committee.   At the Regional Director’s discretion, and 
with the approval of the EEO Director, an FCC may establish a consolidated AEP (see Chapter 6). 


 
In accordance with Article 10 of the Master Agreement, the Union has the right to serve as a 
member of the AEP Committee.   This includes the right to have their concerns voiced at the 
meeting, without change, and forwarded to the CEO.   This could include an in-person meeting, if 
requested by either party. 


 
The Union will have membership on the AEP Committee in accordance with Articles 10 and 22 of 
the Master Agreement. 


 


5. Local Diversity Management.   Local Diversity Management instructors are Bureau-trained 
to conduct Diversity Management Training.   Each facility (including the Central Office, Grand 
Prairie Office Complex, training centers, and regional offices) will have a primary and alternate 
Diversity Management Instructor who conducts Diversity Management sessions during AT, New 
Employee Orientation, and locally developed training.   An FCC has one primary instructor and at 
least two alternates.   Selections to these positions are at the discretion of the CEO.   At a 
minimum, instructors must have good instructional abilities, good communication and  
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interpersonal skills, credibility, and sound knowledge and experience relating to diversity 
management.   Upon completion of Diversity Management Training, Diversity instructors serve a 
minimum of two years unless removed by the CEO earlier.   These instructors participate, if 
available, in the AEP meetings in accordance with chapter 4. 


 
6. Establishing the AEP Committee.   At a minimum, the AEP Committee consists of a 
chairperson, a Recruitment and Outreach Program Coordinator (ROPC), and six SEPMs.   Each 
CEO appoints a collateral-duty Chairperson to oversee the Committee.   Except as otherwise 
approved by the Regional Director and the Assistant Director, PRD, these duties are assigned to a 
full-time employee at GS-13 or above. 


 
In accordance with Article 10 of the Master Agreement, the Union President, or his/her designee, 
has a right to serve as a member of the Affirmative Employment Committee.   At FCCs, the 
Union President may appoint a Union representative from each facility to the Affirmative 
Employment Committee.   The duties of the Union representatives on the committee will be in 
accordance with Articles 10 and 22 of the Master Agreement.   The Chairperson will include the 
Union representative’s concerns that were voiced at the meeting, without change, and forward 
them to the Warden or CEO. 


 
In addition to the Chairperson, the CEO selects the following AEP Committee members: 


 
■ Recruitment and Outreach Program Coordinator. 
■ Asian/Native Hawaiian/Pacific Islander Program Manager. 
■ American Indian/Alaskan Native Program Manager.   (The CEO may divide these 


responsibilities into two SEPMs based on the institution needs.) 
■ Black Affairs Program Manager. 
■ Disability Employment Program Manager. 
■ Federal Women’s Program Manager. 
■ Hispanic Employment Program Manager. 
■ Lesbian, Gay, Bisexual, Transgender Program Manager. 


 


The CEO may add additional programs for which vacancy announcements must be created.   Staff 
may only be selected to serve in one of the positions listed above at a time. 


 
Committee positions are collateral-duty assignments.   The CEO may select alternate program 
managers. If alternates are selected, a Memorandum of Understanding (MOU) must be issued. 
All members are expected to spend up to 20 percent of on-duty time on their collateral 
responsibilities.   However, based on the needs of the AEP Committee, this time may be adjusted 
to complete special projects.   Applicants must have a minimum of one year with the Bureau. 
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Chapter 3. AEP COMMITTEE RESPONSIBILITIES 
 
This chapter outlines duties and responsibilities of the AEP Committee for implementing and 
monitoring the local program. 


 
1. Chairperson.   The Chairperson provides leadership and oversees the collateral duties of each 
SEPM, ROPC, and other members assigned to the Committee.   The Chairperson: 


 
■ Ensures that, in the event of a SEPM or ROPC vacancy, the Committee assumes the position’s 


responsibilities temporarily.   Vacant positions will be advertised within 30 calendar days of 
the vacancy.   If no employees apply, these positions will continue to be readvertised until they 
are filled.   The announcement emphasizes that the position is collateral-duty and has no 
known promotion potential.   However, the position will provide the applicant with the 
opportunity to increase skills such as problem-solving, listening, and conflict resolution. 
Experience can be credited when applying for other positions. 


■ Ensures that the Memorandum of Understanding (MOU) is signed within 15 calendar days of 
selection of a SEPM, an alternate SEPM, or a ROPC.   The MOU, which is kept at the local 
level, is signed by the CEO, the selectee, and the selectee’s supervisor. 


■ Ensures that within 15 calendar days of the selection of a SEPM, an alternate SEPM, or ROPC, 
an addendum describing collateral-duty responsibilities is attached to his/her position 
description. 


■ Ensures that the committee periodically conducts cultural programs representative of the 
Bureau’s diversity.   Programs should focus on enhancing staff awareness and understanding 
of various cultures and building unified teams.   Cultural programs may be combined to 
demonstrate solidarity. 


■ Ensures each SEPM, alternate SEPM, and ROPC has completed required training (see Chapter 
8). 


■ Ensures local recruitment programs implemented by the facility target areas to increase the 
availability of applicants who are from groups that are determined to be in the applicant pool at 
a rate lower than their expected rate, based on the most recent Civilian Labor Force statistical 
data for Occupational Groups (from the U.S. Bureau of the Census). The Bureau’s recruitment 
policies should endeavor to achieve a work force from all segments of society, while avoiding 
discriminatory hiring practices for or against any employee or applicant. 


■ At least bi-annually (March and September), provides a written assessment of each SEPM’s, 
alternate SEPM’s, and ROPC’s performance and training recommendations to the supervisor. 
This is discussed with the employee before providing it to the supervisor.   The assessment is 
considered by the supervisor in the annual training needs assessment and performance 
evaluation. 


 
 







P3713.30 3/25/2016 17  


■ Periodically reviews the Affirmative Employment program to include the role of the SEPMs 
and alternates to determine if changes should be made. 


 
2. Special Emphasis Program Manager (SEPM) Responsibilities. (See Chapter 1, Section 5, 
Manager’s and Supervisor’s Responsibilities, regarding duty time.) Committee members support 
the facility’s program by taking an active role in AEP activities.   The SEPM: 


 
■ Must be actively involved in AEP initiatives including attending meetings (see Chapter 4). 


Maintain contact with constituency group members to share program information and identify 
group concerns or issues.   This contact is on duty time.   SEPMs are not required to maintain 
minutes of formal contact with constituents; however, informal documentation  regarding 
program information (flyers, e-mails, etc.) should be maintained for review through the 
completion of the current Program Review cycle. 


■ Coordinate program planning meetings for AEP Committee activities to solicit 
recommendations and assistance from staff. 


■ Keep the AEP Committee Chairperson abreast of constituency group concerns and issues. 
■ With the committee’s assistance, sponsor commemorative month and continuing educational 


programs throughout the year. 
■ Participate in developing the FEORP, DVAAP, and MD-715 reports by: 


 
 Identifying barriers to employment that have an adverse impact on their constituency 


group. 
 Recommending strategies to overcome barriers. 
 Recommending targeted recruitment initiatives, including providing job information and 


making presentations to community organizations, etc. 
 Attending job and career fairs. 


 
■ Establish and maintain contact with local community organizations and resources to help AEP 


initiatives (provide guest speakers, eliminate employment barriers, recruit a diverse applicant 
pool, enhance staff retention, solve community-based issues, etc.) These contacts will be on 
duty time. 


 
3. Alternate SEPMs. The role of the Alternate SEPM is to assist the SEPM in carrying out 
his/her responsibilities. 


 
4. Recruitment and Outreach Program Coordinators (ROPCs).   The ROPC’s primary 
role is to assist the Human Resource Department with the local recruitment program, including 
the recruitment of volunteers, by identifying and implementing outreach efforts to enhance the 
diversity of the applicant pool.   The ROPC must: 
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■ Take an active role in all AEP activities, including helping with AEP Committee functions and 


attending meetings. 
■ Work with department heads to discuss recruitment needs and identify outreach initiatives for 


recruiting a qualified, diverse workforce. 
■ Monitor implementation of the FEORP Plan and supporting initiatives (assess recruitment 


efforts, recommend changes to the plan, develop new recruitment initiatives, etc.). 
■ Report on local recruitment using the Local Recruitment After Action Report (see Chapter 5). 
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Chapter 4. LOCAL PROGRAM ADMINISTRATION 
 
1. Committee Meetings.   The AEP Chairperson schedules, convenes, and conducts AEP 
meetings. One of the purposes of the meeting is to advise management on the status of the AEP 
and to serve as a sounding board for determining attitudes of and toward staff at the facility. 
Meetings must be held monthly.   (The CEO and Union President may agree to add additional 
meetings.)   In limited circumstances, the CEO and Union President may agree to skip one month. 
If a meeting is not held, the Chairperson must document the reasons why.   Regional Offices and 
training centers may hold their meetings at a minimum of every other month.   Committee 
meetings are structured to: 


 
■ Allow each SEPM and ROPC to report on his/her program activities and express staff 


concerns.   Collateral-duty members are only required to attend during duty time.   When a 
collateral-duty member is absent, the SEPM, alternate, or ROPC either provides a written 
report on activities in his/her area to the Chairperson or has a representative give an oral report. 


■ Allow the Union representative to address Union concerns, including staff issues. 
■ Ensure that, at least quarterly, personnel employment data (accessions, separations, 


performance awards, promotions, etc.) are discussed. 
■ Ensure meeting minutes document attendance and progress toward initiatives in the FEORP, 


DVAAP, and MD-715 Reports.   Minutes are routed via e-mail to the CEO, the Union, and the 
Regional AEP Administrator, and posted where they are accessible to all staff.   A copy is kept 
in the Committee’s master file. 


■ The members of the AEP committee will meet prior to discuss the business of the committee, 
ongoing programs, and any concerns raised by their constituents. 


■ Monthly AEP meetings should be convened at a location that will allow the attendance of all 
staff.   During the monthly meetings, the committee will share information about upcoming 
programs, progress of annual reports, recruitment events, training, and other business the 
committee discussed.   In addition, staff will be permitted to provide input or feedback. 


■ AEP monthly meetings must not be held in conjunction with the Department Head meetings. 
■ At least on a quarterly basis, the CEO, a representative from the HR staff and the Diversity 


Instructor will attend the meeting to discuss diversity and inclusion-related topics, including 
recruitment, retention, and employee engagement. 


 
EEO Counselors are under the supervision of the EEO Officer, Program Review Division, Central 
Office.   EEO Counselors are encouraged to attend AEP committee meetings at their assigned 
facilities when possible. 
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2. AEP Budget.   Each Committee member is to have input in the development of the local AEP 
budget.   The Committee must submit an estimated budget for the fiscal year based on the 
assessment of future issues that may impact the program, the previous year’s expenditures, and 
new initiatives the Committee proposes.   If necessary, the budget is adjusted when the final 
allocations are distributed at the beginning of the fiscal year. 


 
The Committee’s budget is managed in the designated AEP Cost Center for each training center, 
institution, regional office, and the Central Office.   The cost center manager keeps a file of all 
AEP expenditures, including Financial Management Information System (FMIS) data, in 
accordance with the Bureau’s Records and Information Disposition Schedule (RIDS). 


 
The Regional Office Cost Center will be managed by the Regional AEP Administrator. 


 
3. AEP Bulletin Board.   Each CEO establishes a standard or electronic AEP bulletin board. 
Standard bulletin boards are located in a prominent place accessible to all staff (front entrance, 
employee lounge, etc.).   Electronic boards may include monitor displays, intranet pages, or other 
media displays. 


 
The Chairperson ensures that required items are posted:   an updated CEO “Statement of 
Commitment” and a photo of each Committee member with name, collateral-duty title, and office 
telephone.   The Union may also choose to post a photo of its representative.   This applies to all 
Bureau facilities, including Residential Reentry Management offices. 


 
For contract facilities where there is a limited number of contract oversight staff, contact 
information is given to staff in writing. 
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Chapter 5. REPORT SUBMISSIONS 
 
1. General Requirements.   Annually, Bureau facilities are required to submit the reports in 
this chapter by the dates specified.   The Regional AEP Administrator oversees the submission 
of AEP reports for his/her region.   The Central Office AEP Chairperson oversees 
submissions for the training centers and the Grand Prairie Office Complex. 


 
Each Chairperson oversees the development and submission of all documents to the CEO. 
CEOs sign the report cover sheet certifying review and concurrence prior to submission. 
Chairpersons ensure that: 


 
■ Plans support established AEP initiatives and comply with policy and the instructions 


provided by the AEPO. 
■ Reports and plans are implemented and corrective measures taken to address 


employment barriers. 
■ Managers provide input into reports that affect their departments. 


 
Upon approval of annual report submissions, a copy is provided to the local Union, and, upon 
request, to any Council of Prison Locals Executive Board member. 


 
The Regional AEP Administrator and the AEPO, Central Office, monitor submitted reports. 


 
2. Chairperson’s Mid-YearAccomplishment Report.   Each AEP Committee Chairperson 
submits a Mid-Year Accomplishment Report to the Regional AEP Administrator by April 30 
each fiscal year.   The report is compiled based on meeting minutes and input from 
Committee members.   Additional information may be requested to support other regional or 
Central Office reporting requirements.   Reports include: 


 
■ Accomplishments that support institution, region, and agency MD-715, FEORP, DVAAP, 


and recruitment initiatives. 
■ Progress in eliminating regional barriers to employment, advancement, and retention of staff. 
■ Staff issues and concerns, with suggested corrective action (if applicable). 
■ Community networking and outreach activities that enhanced staff retention, race 


relations, relations with minority/women organizations, and the recruitment program. 
Type of informal contacts made in support of Affirmative Employment recruitment efforts 
(follow-ups with applicants, individual contacts made at social functions, community activities, 
club meetings, etc.) and other employment activities the SEPM sponsored that focused on 
targeted groups, which were not reported on a local Recruitment After Action Report. 
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3. Recruitment After-Action Reports.   A Recruitment After-Action Report is completed for 
each external recruitment effort conducted.   A copy is submitted to the Regional AEP 
Administrator and the Central Office Affirmative Employment Programs Office within 10 
working days after the event.   Each report includes: 


 
■ Type of recruitment activity. 
■ Date of event. 
■ Location. 
■ Target group(s). 
■ Target position(s). 
■ Funding information. 
■ Efforts in support of Persons with Disabilities, Historically Black Colleges and Universities 


(HBCUs), Hispanic Serving Institutions (HSIs), Tribally Controlled Colleges and Universities 
(TCCUs), or an Asian American/Pacific Institutions (AAPI). 


 
4. EEOC’s Management Directive (MD)-715 Report.   Each field component submits a 
MD-715.   Local submissions are sent to the Regional AEP Administrator or AEPO, Central 
Office, by November 30 each fiscal year.   The following guidelines apply: 


 
■ FCCs submit a consolidated report. 
■ The Grand Prairie Office Complex and training centers submit Forms A-F and Form I 


accomplishments to the Central Office AEP Chairperson for incorporation in the Central 
Office report. 


■ Report submissions are based on requirements outlined in MD-715 and instructions provided 
by the AEPO. 


■ Upon approval of the report, an approval letter is sent to each location that provided a report. 
■ Reports that do not fully meet requirements are returned to the submitting office for revision. 
■ Regional AEP Administrators develop the regional MD-715 submission. 
■ Regional reports are developed based on the information from local AEP MD-715 submissions 


and sent to the Central Office by December 31 each fiscal year. 
 
5. Disabled Veterans Affirmative Action Program (DVAAP) Accomplishment Report. 
The Regional AEP Administrator will develop a DVAAP plan that identifies strategies to be 
implemented in support of the Disabled Veterans Program.   Upon approval, the Regional 
AEPAdministrators will disseminate a copy of the plan to each facility for implementation. 
Based on the strategies identified in the plan, Tthe CEO ensures that a DVAAP Accomplishment 
Report is submitted to his/her Regional AEP Administrator by October 10 each fiscal year.   The 
Grand Prairie Office Complex and training centers submit their report to the Central Office AEP  
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Chairperson.   The Regional Administrator notifies each institution directly of any need for 
additional information. 


 
The DVAAP Accomplishment Report includes: 


 
■ Methods used to recruit disabled veterans, including veterans who are 30% or more disabled. 
■ Methods used to improve internal advancement opportunities. 
■ Methods used to communicate objectives to staff. 
■ Procedures used to monitor progress. 


 
The Regional AEP Administrator will review and develop a regional accomplishment report based 
on field submissions.   The Regional Administrator notifies each institution directly of any need 
for additional information.   Regional reports are sent to the AEPO, by October 30 each fiscal 
year. 


 
6. Federal Equal Opportunity Recruitment Program (FEORP) Plan.   Each institution 
develops a local FEORP plan, submitted to the Regional Affirmative Employment Administrator, 
by November 1 each year.   The Grand Prairie Office Complex and training centers submit to   the 
Central Office AEP Chairperson for consolidation into a Central Office plan.   The Regional AEP 
Administrator develops a regional FEORP plan based on field submissions and monitors 
implementation of the institution’s plan.   Regional plans are sent to the AEPO, by December 1st 
each year. 


 
Each report includes: 


 
■ Target group(s). 
■ Target position(s). 
■ Recruitment activity (external and internal). 
■ Location. 
■ Target date(s). 
 
The Plan includes strategies targeted to specific groups and is based on a statistical analysis of each 
facility’s workforce.  Supporting statistical data are attached to the FEORP plan and kept as part 
of the file. 
 
The FEORP Plan should contain internal and external recruitment strategies geared toward 
enhancing employment opportunities for underutilized groups. 
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Chapter 6.   ESTABLISHING AN AEP AT FCCs 
 
This chapter provides guidance for establishing a consolidated AEP at Federal Correctional 
Complexes (FCC).   The Complex Warden ensures that AEP responsibilities are implemented at 
all institutions within the complex. 


 
The FCC AEP Committee has a chairperson and one SEPM per program, per complex.   In 
consultation with the Union, the Complex Warden will determine how many additional alternate 
SEPMs should be selected for each additional institution within a Complex.   In addition to the 
responsibilities outlined in Chapters 4 and 5, the following requirements apply to consolidated 
Committees. 


 
■ The Chairperson’s duties are assigned by the Complex Warden. 
■ The Chairperson reports to the Complex Warden on AEP activities, barriers, strategies to 


overcome employment   and advancement barriers, staff concerns, and accomplishments. 
■ The Chairperson manages the consolidated AEP designated cost center. 
■ A “Statement of Commitment” covering the complex is signed annually by the Complex 


Warden, and accessible to all staff. 
■ Each FCC facility maintains an AEP bulletin board. 
■ Meetings are held at a central site (e.g., staff training center) or on a rotating basis at each 


institution. 
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Chapter 7. ESTABLISHING PROGRAMS AT NEW FACILITIES 
 
At new facilities, the site activation committee ensures that Affirmative Employment and 
Diversity Management community outreach and recruitment initiatives are included in activation 
planning. 


 
The regional office develops an activation plan that includes a community outreach program to 
increase the diversity of the applicant pool.   Community outreach initiatives include: 


 
■ Contacting community organizations and publications representing special emphasis groups. 
■ Expanding the area of contact when necessary. 
■ Implementing outreach efforts to increase the community's understanding of diversity (if 


applicable). 
■ Contacting trade unions, colleges and universities, and trade/vocational schools with a high 


special emphasis group complement. 
 
The CEO at a new facility ensures that an AEP Committee is established at least three months 
before the official activation date.   When the Committee is established, the Chairperson ensures 
that annual plans (FEORP, DVAAP, MD-715 reports) are submitted for approval (see Chapter 5) 
at the beginning of the fiscal year following activation. 


 
If a Union representative is not appointed before the Committee’s establishment, the CEO contacts 
the Council of Prisons Locals’ Regional Vice President and asks that Union representatives be 
appointed to the Committee until a local is established. 


 
Meetings are held with as much advance notice to the Union as possible, to allow arrangements to 
be made for them to attend. 
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Chapter 8. TRAINING REQUIREMENTS 
 
Staff who were AEP Committee members at a previous institution are exempt from the initial 
training requirement if they completed initial training while serving as chairperson, primary 
program manager, or recruiter (and this is documented on the training record). 


 
1. Chairpersons and Special Emphasis Program Managers.   Within six months of 
assignment as AEP Committee members, the Chairperson and SEPMs must complete the training 
outlined on the Affirmative Employment Sallyport page at  
http://sallyport.bop.gov/co/prd/aa/index.jsp.   At the Chairperson’s discretion, members may 
receive additional training (public speaking, time management, etc.). 


 
2. Recruitment and Outreach Program Coordinators.   Within six months of selection, 
ROPCs must complete the training listed on the Affirmative Employment Sallyport page at  
http://sallyport.bop.gov/co/prd/aa/index.jsp and on-the-job-training in recruitment and 
employment procedures (staffing procedures, application process, handling difficult recruitment 
situations, availability of recruitment materials, position qualifications, etc.). 


 
3. Institution Diversity Instructors.   Diversity Management Instructors are certified through 
the NCA Diversity Management Training-for-Trainers Program before assuming responsibilities 
for local training. 


 
4. New Employees. New employees are provided training on the purpose and objectives of the 
AEP during New Employee Orientation. The AEP Chairperson or his/her designee may present 
the AEP lesson plan. 


 
5. Union Representatives. The agency recognizes the National Fair Practices role to train its 
representatives in accordance with the Master Agreement in diversity and affirmative action on 
duty. 



http://sallyport.bop.gov/co/prd/aa/index.jsp

http://sallyport.bop.gov/co/prd/aa/index.jsp
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