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Diversity, Equity & Inclusion at DOE National Labs
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Á In 2015, the DOE Office of Science began to take a closer look at the policies and requirements of its 10 
DOE national laboratories for fostering diverse and inclusive research environments, as well as policies 
and procedures for prohibiting discrimination and harassment. 

Á The DOE laboratories are required under their Management & Operating (M&O) Contracts to have in 
ǇƭŀŎŜ άƛƴƴƻǾŀǘƛǾŜ ǎǘǊŀǘŜƎƛŜǎ ŦƻǊ ƛƴŎǊŜŀǎƛƴƎ ƻǇǇƻǊǘǳƴƛǘƛŜǎ ǘƻ Ŧǳƭƭȅ ǳǎŜ ǘƘŜ ǘŀƭŜƴǘǎ ŀƴŘ ŎŀǇŀōƛƭƛǘƛŜǎ ƻŦ ŀ 
ŘƛǾŜǊǎŜ ǿƻǊƪ ŦƻǊŎŜΣέ ƛƴŎƭǳŘƛƴƎ ǇǊƻƳƻǘƛƴƎ ŘƛǾŜǊǎƛǘȅ ǘƘǊƻǳƎƘΥ

Á ¢ƘŜ ŎƻƴǘǊŀŎǘƻǊΩǎ ǿƻǊƪŦƻǊŎŜ

Á Educational outreach

Á Community involvement

Á Subcontracting and technology transfer

Á The DOE labs must also meet the requirements set forth in civil rights laws regarding the prohibition of 
discrimination and harassment and preventing hostile work environments.  

Á Up until that time, oversight of these requirements were largely managed by the SC federal site offices. 



! bŜǿ {/ tǊƻŎŜǎǎ ŦƻǊ wŜǾƛŜǿ ƻŦ {/ [ŀōǎΩ 59L 9ŦŦƻǊǘǎ
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Á Since 2006, SC leadership has engaged its 10 DOE labs in annual laboratory planning (ALP) processes 
ǿƘŜǊŜōȅ {/Ωǎ ǎŜƴƛƻǊ ƳŀƴŀƎŜƳŜƴǘ ǊŜǾƛŜǿŜŘ ǘƘŜ ƭŀōǎΩ {ϧ¢ ǎǘǊŀǘŜƎƛŎ ǇƭŀƴǎΣ ƛƴŎƭǳŘƛƴƎ ƭƻƻƪƛƴƎ ŀǘ 
infrastructure needs and human resources.  A recognized best practice in DOE. 

Á In 2016, borrowing a page from SC ALP playbook, SC established a process for an SC Headquarters-led 
ŀƴƴǳŀƭ ŜǾŀƭǳŀǘƛƻƴ ƻŦ ǘƘŜ ƭŀōƻǊŀǘƻǊƛŜǎΩ ŜŦŦƻǊǘǎ ƛƴ ŘƛǾŜǊǎƛǘȅΣ ŜǉǳƛǘȅΣ ŀƴŘ ƛƴŎƭǳǎƛƻƴ ό59LύΦ 

Á In October 2016, the former SC Director issued a memo to the 10 SC laboratories describing:

1. The steps SC would take to establish uniform guidance for SC laboratories to communicate their DEI 
strategies to SC, and how SC would review and provide feedback on their strategies, and 

2. A new requirement for the SC laboratories to publically post their workforce demographic data on their 
public websites, and update the data annually. (Due by April 2017.) 

Á The Labs were invited to provide feedback on the SC guidance before it was issued in final form. 

Á The National Laboratory Directors Council (NLDC) came up with a common set of job categories across 
the DOE lab complex that the labs would use to report demographic information in a consistent manner.  



! bŜǿ {/ tǊƻŎŜǎǎ ŦƻǊ wŜǾƛŜǿ ƻŦ {/ [ŀōǎΩ 59L 9ŦŦƻǊǘǎ
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This new process started a shift in oversight from compliance to requiring actionable strategies. 

Á SC guidance to the 10 labs provided a common set topics the labs should address in their DEI Strategies, 
ƛƴŎƭǳŘƛƴƎ ŘŜǎŎǊƛōƛƴƎ ǘƘŜƛǊ ŀǎǎŜǎǎƳŜƴǘ ƻŦ ǘƘŜ ƭŀōΩǎ 59L ŎƘŀƭƭŜƴƎŜǎΣ 59L ƎƻŀƭǎΣ ƭŜŀŘŜǊǎƘƛǇ ŀƴŘ ǎǘŀŦŦ ǊƻƭŜǎ ŀƴŘ 
responsibilities, planned actions, measures of progress and accomplishments, and workforce data.  

Á SC Iv ǊŜǾƛŜǿǎ ƻŦ ǘƘŜ ƭŀōǎΩ ǎǘǊŀǘŜƎƛŜǎ ςincluding Program Office leadership level review (Associate 
Directors), and provides detailed feedback to the contractor leadership through in-person meetings with 
SC senior management and detailed written feedback. 

Á After three years of this process, SC decided to commence an external peer review of experts to evaluate 
ǘƘŜ ƭŀōƻǊŀǘƻǊƛŜǎΩ 59L ŜŦŦƻǊǘǎΦ ¢Ƙƛǎ ǊŜǾƛŜǿ ƻŎŎǳǊǊŜŘ ƛƴ bƻǾŜƳōŜǊ нлмф ŀƴŘ {/ ƛǎ ŦƛƴŀƭƛȊƛƴƎ ƛǘǎ ƻŦŦƛŎƛŀƭ 
feedback to each of the 10 laboratories. 

Á The laboratories will be required to address the findings and recommendations from the peer review as 
part of their FY 2020 and FY 2021 performance evaluations.       



tǊƻƳƻǘƛƴƎ 59L ƛƴ {/Ωǎ .ǳǎƛƴŜǎǎ tǊŀŎǘƛŎŜǎ ςin Progress
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Á In 2018, the Office of Science initiated an internal review of its business practices to identify opportunities 
to better promote diversity, equity, and inclusion in our award making and awards management processes, 
and better communicate policies, practices, and procedures to our research community. SC established an 
internal D&I Working Group to carry out this review.

Charge:

ÁAssess what SC is currently doing to improve diversity, equity and inclusion.

ÁIdentify opportunities for SC to demonstrate that diversity, equity, and inclusion are foundation to SC 
business practices:

ÅThrough its processes and procedures for research awards to universities and the DOE labs;

ÅThrough its processes and procedures for PI meetings, workshops, and advisory committees; and

ÅThrough better outreach and communications (internally and with the SC research communities).



wŜǾƛŜǿ ƻŦ 59L ƛƴ {/Ωǎ .ǳǎƛƴŜǎǎ tǊŀŎǘƛŎŜǎ

I. Information Request on DEI in the 8 SC Program Office business practices, and analysis.

II. 5ŜŜǇ 5ƛǾŜ ƛƴǘƻ {/Ωǎ ǇǊŀŎǘƛŎŜǎ ōȅ ǘƻǇƛŎ ŀǊŜŀ:

ÁExisting flexibilities within current financial assistances policies and regulations; 

ÁSolicitation language, use of Letters of Intent and Pre-proposals; 

ÁPeer Review Processes (Proposals: e.g. reviewer selection process, proposal review processes, associated 
programs manager and reviewer training, and resources/tools);

ÁPeer Review Processes (Performance reviews: S&T research reviews at DOE sites, and user facilities reviews);

ÁWorkshops/Roundtables and Principal Investigator Meetings;

ÁFACAs and Subcommittees/COVs; and

ÁNotional implementation strategies. 

Process for discussion of each topic area included:

Å Systematic review of current SC policies and procedures; existing practices of some SC programs offices; analysis of 
outcomes from SC-sponsored equity workshops (2006-2009); COV recommendations (2012 to present); and known 
policies and practices of other Federal agencies and institutions. 
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SC D&I Working Group Recommendations

Á 15 Recommendations were generated from the working group in all discussion topic areas.  
Each recommendation has multiple components and includes the development of resources 
and tools, guidance and training (e.g. for program managers, reviewers, etc.)

Á ¢ƘŜ ǊŜŎƻƳƳŜƴŘŀǘƛƻƴǎ ŀǊŜ ŀƛƳŜŘ ŀǘ ŜƴǎǳǊƛƴƎ ǘƘŀǘ {/Ωǎ ōǳǎƛƴŜǎǎ ǇǊƻŎŜǎǎŜǎΥ

ÅAre supportive and inclusive of women and underrepresented minorities in STEM fields; 

ÅAllow for more rigorous tracking of diversity of applicants, awardees, and reviewers;

ÅLimit and mitigate implicit bias behaviors; and 

ÅEncourage inclusive and professional behaviors in all SC sponsored activities.

Á The full recommendations report is with SC senior leadership for review and concurrence. 
Upon approval, SC will reconstitute a working group focused on implementation. 

Á Communications to the SC community will be a part of the rollout of any new policies and 
procedures that SC implements. 
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DOE Policies Prohibiting Discrimination & Harassment
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ÁCŜŘŜǊŀƭ ŎƛǾƛƭ ǊƛƎƘǘǎ ƭŀǿǎϝ ŀǊŜ ŎƻŘƛŦƛŜŘ ƛƴǘƻ 5h9Ωǎ 
regulations.

ÁDOE has long had policies in place prohibiting 
discrimination and harassment by institutions that we 
fund (at academic institutions, small businesses, and 
DOE national labs), and by employees. 

Á To bring awareness to the SC research community of 
5h9Ωǎ ǇƻƭƛŎƛŜǎ ǊŜƎŀǊŘƛƴƎ ǘƘŜ ǇǊƻƘƛōƛǘƛƻƴ ƻŦ 
discrimination and harassment, SC established a 
ǿŜōǎƛǘŜ ǘƘŀǘ ŎƻƴǎƻƭƛŘŀǘŜǎ 5h9Ωǎ ǇƻƭƛŎƛŜǎ ŀƴŘ 
procedures as they apply to recipients of financial 
assistance (grants and cooperative agreements), DOE 
national laboratory contract staff and laboratory 
visitors, and DOE federal employees.  

https://science.osti.gov/sc-2/Research-and-Conduct-Policies/Diversity-Equity-and-Inclusion

* e.g. 1964 Civil Rights Act; 1972 Education Amendments; 1973 Rehabilitation Act; 1975 
Age  Discrimination Act. 

https://science.osti.gov/sc-2/Research-and-Conduct-Policies/Diversity-Equity-and-Inclusion


{/ 59L ²ŜōǎƛǘŜΥ {/Ωǎ {ǘŀǘŜƳŜƴǘ ƻŦ /ƻƳƳƛǘƳŜƴǘ
The DOE Office of Science (SC) is fully and unconditionally committed to fostering safe, diverse, equitable, and 
ƛƴŎƭǳǎƛǾŜ ǿƻǊƪΣ ǊŜǎŜŀǊŎƘΣ ŀƴŘ ŦǳƴŘƛƴƎ ŜƴǾƛǊƻƴƳŜƴǘǎ ǘƘŀǘ ǾŀƭǳŜ Ƴǳǘǳŀƭ ǊŜǎǇŜŎǘ ŀƴŘ ǇŜǊǎƻƴŀƭ ƛƴǘŜƎǊƛǘȅΧ 

Χ{/Ωǎ ŜŦŦŜŎǘƛǾŜ ǎǘŜǿŀǊŘǎƘƛǇ ŀƴŘ ǇǊƻƳƻǘƛƻƴ ƻŦ ŘƛǾŜǊǎŜ ŀƴŘ ƛƴŎƭǳǎƛǾŜ ǿƻǊƪǇƭŀŎŜǎ ǘƘŀǘ ǾŀƭǳŜ ŀƴŘ ŎŜƭŜōǊŀǘŜ ŀ ŘƛǾŜǊǎƛǘȅ 
of people, ideas, cultures, and educational backgrounds is foundational to delivering on our mission. Harnessing a 
diverse range of views, expertise, and experiences drives scientific and technological innovation and enables the SC 
community to push the frontiers of scientific knowledge for the betterment of America's prosperity and security.

5ƛǎŎǊƛƳƛƴŀǘƛƻƴ ŀƴŘ ƘŀǊŀǎǎƳŜƴǘ ǳƴŘŜǊƳƛƴŜ {/Ωǎ ŀōƛƭƛǘȅ ǘƻ ŀŎƘƛŜǾŜ ƛǘǎ Ƴƛǎǎƛƻƴ ōȅ ǊŜŘǳŎƛƴƎ ǇǊƻŘǳŎǘƛǾƛǘȅΣ ŘƛǎŎƻǳǊŀƎƛƴƎ 
or inhibiting talent retention and career advancement, and weakening the integrity of the SC enterprise overall. SC 
does not tolerate discrimination or harassment of any kind, including sexual or non-sexual harassment, bullying, 
intimidation, violence, threats of violence, retaliation, or other disruptive behavior in the federal workplace, 
including DOE field site offices, or at national laboratories, scientific user facilities, academic institutions, other 
ƛƴǎǘƛǘǳǘƛƻƴǎ ǊŜŎŜƛǾƛƴƎ {/ ŦǳƴŘƛƴƎΣ ƻǊ ƻǘƘŜǊ ƭƻŎŀǘƛƻƴǎ ǿƘŜǊŜ ŀŎǘƛǾƛǘƛŜǎ ŦǳƴŘŜŘ ōȅ {/ ŀǊŜ ŎŀǊǊƛŜŘ ƻǳǘΧ 

Χ.ŜȅƻƴŘ ƛǎǎǳŜǎ ǘƘŀǘ Ƴŀȅ ǊƛǎŜ ǘƻ ǘƘŜ ƭŜǾŜƭ ƻŦ ƭŜƎŀƭ ŀŎǘƛƻƴΣ {/ ŜȄǇŜŎǘǎ ǘƘŜ ǎŎƛŜƴǘƛŦƛŎ ŎƻƳƳǳƴƛǘȅΣ ǇŀǊǘƛŎǳƭŀǊƭȅ ǘƘƻǎŜ 
engaging in SC-sponsored activities, to always conduct themselves in a manner that is respectful, ethical, and 
ǇǊƻŦŜǎǎƛƻƴŀƭΦ ¢Ƙƛǎ ǊŜƴŜǿŜŘ ŎƻƳƳƛǘƳŜƴǘ ƛǎ ǇŀǊǘ ƻŦ {/Ωǎ ŎƻƴǘƛƴǳƛƴƎ ŜŦŦƻǊǘ ǘƻ ƛŘŜƴǘƛŦȅ ƻǇǇƻǊǘǳƴƛǘƛŜǎ ǘƻ ƛƳǇǊƻǾŜ ƛǘǎ 
policies, practices, and communications in furtherance of its core values and its mission.

For the full SC Statement:  https://science.osti.gov/sc-2/Research-and-Conduct-
Policies/Diversity-Equity-and-Inclusion/SC-Statement-of-Commitment
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Emerging DEI Promising Practices at DOE Labs
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A few examples in areas critical for institutional leadership in DEI:

Leadership and accountability:

ÁStrong commitment by leadership to fostering a culture of diversity, equity, and inclusion at the laboratory 
is demonstrated through visible policies and actions, including personal statements, regular meetings with 
ƭŀōƻǊŀǘƻǊȅ ǎǘŀŦŦ ǘƻ ŎƻƳƳǳƴƛŎŀǘŜ ǘƘŜ ƭŀōƻǊŀǘƻǊȅΩǎ commitment. 

ÁDiversity, equity, and inclusion are communicated as central to advancing science and innovation, not an 
άŀŘŘ-ƻƴΣέ ŀƴŘ ƴƻǘ ŀōƻǳǘ ŎƻƳǇƭƛŀƴŎŜΦ 

ÁThe laboratory understands its DEI challenges by collecting input through multiple mechanisms to get the 
views and experiences of employees, visiting scientists, users, and students. 

ÁLaboratory DEI goals and strategies are data-driven. Laboratories embrace a scientific approach to 
evaluating the effectiveness of their actions based on clear measures of success and data. 

Á[ŜŀŘŜǊǎƘƛǇ ƛǎ ƘŜƭŘ ŀŎŎƻǳƴǘŀōƭŜ ŦƻǊ ǘƘŜ ƭŀōƻǊŀǘƻǊȅΩǎ DEI goals through several mechanisms, including 
incorporating DEI goals into performance appraisals with clear standards for evaluation.



Emerging DEI Promising Practices at DOE Labs
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A few examples in areas critical for diverse hiring and retention:

Recruiting and Hiring practices:

ÁOpenly posting and competing all laboratory positions, including postdoc positions. Screening all job 
postings for gender biased language using reputable commercial software programs.

ÁUsing diverse hiring panels who review applications and conduct interviews. 

ÁManagement oversight and assessment of the diversity of candidate pools before commencing with 
interviews ςand reopening announcement and recruiting if the candidate pools are not diverse.

ÁRequiring quality diversity and implicit bias awareness and mitigation training of all hiring panel members 
and hiring managers. And refresher training on a regular basis.

ÁUsing a standard set of interview questions for all candidate interviews. 

ÁLeadership oversight of hiring recommendations (one-over-one review of selection decisions). Leadership 
is provided the diversity data for applicants and interviewees at each stage in a hiring process.   



9ƳŜǊƎƛƴƎ 59L tǊƻƳƛǎƛƴƎ tǊŀŎǘƛŎŜǎ ŀǘ 5h9 [ŀōǎ όŎƻƴǘΩŘύ
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Professional and leadership development opportunities:

Á Providing mentorship opportunities for existing employees in all stages of their careers, consistent with a 
definedmentorship strategy.

Á Mentoring responsibilities are approached with intentionality, use evidenced-based practices, and set 
expectations for mentors and mentees. Professional development on effective mentorship and evidenced-
based tools and strategies are available to mentors and mentees. 

Á Paring leadership with managers and supervisors for leadership mentoring.

Á Ensuring processes for selecting employees for leadership development programs, including speaking 
opportunities, are fair and transparent, with attention paid to equitable decision making based on data 
when making recommendations. 

Á Considering allowing self-nomination processes for certain professional development opportunities. 

Á Ensuring clear, objective criteria are used for assessing employees for promotion decision, taking into 
consideration institutional data on who has had access to opportunities.



9ƳŜǊƎƛƴƎ 59L tǊƻƳƛǎƛƴƎ tǊŀŎǘƛŎŜǎ ŀǘ 5h9 [ŀōǎ όŎƻƴǘΩŘύ
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Fostering inclusive research environments:

Á The laboratory understands its DEI challenges, particularly the laboratory culture, by collecting input through multiple 
mechanisms to get the views and experiences of employees, visiting scientists, users, and students (climate surveys, 
focus groups, D&I councils, exit surveys).

Á The laboratory has policies, procedures, mechanisms, and networks in place to support the needs of a diverse 
workforce, andsenior managers and supervisors are supportive of their use:

Á Family friendly benefits and policies (flexible work schedules, telework, paid family leave)

Á Employee Resource Groups (women, early career, race/ethnic minority group, LGTBQ+, veterans)

Á The laboratory has a zero tolerance posture towards discriminatory, harassing, and unprofessional behaviors, and this 
message is reinforced at all levels.

Á Employees, users, visitors and, students have multiple options to report an issue or seek advice and are 
encouraged to speak up.  

Á ! άȊŜǊƻ ǘƻƭŜǊŀƴŎŜέ ǇƻǎǘǳǊŜ ƳŜŀƴǎ ƳƻǊŜ ǘƘŀƴ Ƨǳǎǘ ŀǎǎƛƎƴƛƴƎ ǘǊŀƛƴƛƴƎ ŀǎ ǊŜǎǇƻƴǎŜΦ 



Opportunities to Advance DEI in the PLI
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ÅProgram advertisement

ÅNomination processes

ÅSelection panels and selection processes

ÅDiversity of speakers, instructors, and mentors

ÅAdvancing DEI in project management practices and project teams

ÅData-driven practices

Å9ȄǇŀƴŘƛƴƎ ǘƘŜ ŎƻƘƻǊǘǎΩ ƴŜǘǿƻǊƪǎ

ÅUnconscious bias is all around, how to manage it


