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Diverstty, flzquitr.&ninclusion arDQEtNationalkLabs

A In 2015, the DOE Office of Science began to take a closer look at the policies and requirements of its
DOE national laboratories for fostering diverse and inclusive research environments, as well as policie
and procedures for prohibiting discrimination and harassment.

A The DOE laboratories are required under their Management & Operating (M&O) Contracts to have in
LI I OS aAYyY20F0AGS A0NIGSIASE F2NI AYONBFaAy3dT 2
RADGSNES 62NJ F2NDOSzZ¢ AyOfdzRAY3I LINRPY2UAYy3 RAOS
ACKS O2Yy (NI OUG2NRaA 62NJ F2NDS
A Educational outreach

r

A Community involvement
A Subcontracting and technology transfer

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

A Up until that time, coversight of these: fequirements wesestdrgehnmanaged bythedSGfederalisite offices
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A Since 2006, SC leadership has engaged its 10 DOE labs in annual laboratory plgnniggv(ALP) process
GKSNBoe {/ Qa &aSYA2NI YIylI3aSYSyli NBOASGHSR (GKS f
infrastructure needs and human resources. A recognized best practice in DOE.

A In 2016, borrowing a page from SC ALP playbook, SC established a process for an SC Hessttjuarters
FyydzZ f S@OFrtdza GA2y 2F GKS fF02NF2NASEAQ STT2NI
A 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.)

A The Labs were invited to provide feedback on the SC guidance before it was issued in final form.
A The National Laboratory Directors Council (NLDC) came up with a common set of job categories acro.
the DOE lab complex that the labs would use to report demographic information in a consistent manne
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This new process started a shift in oversight from compliance to requiring actionable strategies.

A SC guidance to the 10 labs provided a common set topics the labs should address in their DEI Stratec
AYyOft dzZRAYy3d RSAONAOGAYI GKSANI FaasSaaySyiad 2F (0KS
responsibilities, planned actiongsieasuresof progress anéccomplishments, and workforce data.
ASOv NBOYASga 27T qifl8ding Pragrar@Office IdkabeisBimldvd geview (Associate
Directors), and provides detailed feedback to the contractor leadership througlrson meetings with

SC senior management and detailed written feedback.

A After three years of this process, SC decided to commence an external peer review of experts to evall
UKS fF02NIU2NASAQ 59L STF2NIad ¢KAa NBYASE 20
feedback to each of the 10 laboratories.

A The laboratories will be required to address the findings and recommendations from the peer review a
part of their FY 2028nd FY 2021 performance evaluations.
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ProB G200 A Y3 BuSr9sk Praitives efin/Pi@geess

A In 2018, the Office of Science initiated an internal review of its business practices to identify opportunit
to better promote diversity, equity, and inclusion in our award making and awards management proces:
and better communicate policies, practices, and procedures to our research community. SC establishe:

internal D&l Working Group to carry out this review.

Charge
A Assess what SC is currently doing to improve diversity, equity and inclusion.

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

A Through its processes and procedures for research awards to universities and the DOE labs;
A Through its processes and procedures for Pl meetings, workshops, and advisory committees; and

A Through better outreach and communications (internally and with the SC research communities).
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|. Information Request on DEI in the 8 SC Program Office business practices, and analysis
1.L5SSLI 5A0S Ayi2 {/ Qa LIN>»YOGAOSa o0& (2LIAO | NBI
A Existing flexibilities within current financial assistances policies and regulations;
A Solicitation language, use of Letters of Intent and-phaposals;

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

A Peer Review Processes (Performance reviews: S&T research reviews at DOE sites, and user facilities review:
A Workshops/Roundtables and Principal Investigator Meetings;
A FACAs and Subcommittees/COVs; and

A Notional implementation strategies.

Process for discussion of each topic area included

A Systematic review of current SC policies and procedures; existing practices of some SC programs offices; analys
outcomes from SGSponsored equity workshops (20@009); COV recommendations (2012 to present); and known
policies and practices of other Federal agencies and institutions.
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SCrR&INWorking rGrouRecommendations

A 15 Recommendationsere generated fronthe working group in alliscussion topiareas.
Each recommendation has multiple components and inclulkdeslevelopment of resources
and tools, guidance anaining (e.g. for program managers, reviewers, etc.)

A ¢CKS NBEO2YYSYRIFIOAZ2Yya IINBE FAYSR {0 SyadzZNRhy3
A Are supportive and inclusive of women and underrepresented minorities in STEM fields;
A Allow for more rigorous tracking of diversity aiplicants, awardees, and reviewers;

A Limit and mitigate implicit bias behaviors; and

A Encourage inclusive and professional behaviors in all SC sporstirgties.

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

A Communicationso the SC community will be a part of the rollout of any new policies and
procedures that SC implements.
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DOEPRotielesr ProhtbitingsDiscimination &ddarassme

ACSRSNIf OAQGAf NRIKGA

regulations.
A DOE has long had policies in place prohibiting
discrimination and harassment by institutions that

fund (at academic institutions, small businesses, ar
DOE national labs), and by employees.

A To bring awareness to the SC research community
5h9Qa LIR2ftAOASaE NBII NRAY]
discrimination and harassment, SC established a
gSoarusS GKIFG O2zyazftARI
procedures as they apply to recipients of financial
assistance (grants and cooperative agreements), D
national laboratory contract staff and laboratory
visitors, and DOE federal employees.
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DOE Policies Prohibiting Discrimination & Harassment

The Department of Energy (DOE) Office of Science is strongly committed to upholding federal
laws and DOE policies, requlations, and procedures for the prevention of discrimination and
harassment. Discrimination and harassment undermine the Office of Science’s ability to achieve
its mission by reducing productivity, discouraging or inhibiting talent retention and career
advancement, and weakening the overall integrity of the Office of Science’s science and
innovation enterprise

While the mechanisms for oversight and compliance with federal laws and DOE regulations may
vary for financial assistance recipients, DOE national laboratory contractors, and Federal
employees, all entities conducting business on behalf of DOE are strictly prohibited from
discriminatory behavior and harassment of any kind. Additional information on the policies and
regulations that apply by entity are provided below.

Recipients of DOE Federal Financial Assistance
DOE National Laboratories
DOE Federal Employees

https://science.osti.qov/s/Researckand-ConductPolicies/DiversibEquity-and-Inclusion
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Age Discrimination Act.

* e.g. 1964 Civil Rights Act; 1972 Education Amendments; 1973 Rehabilitation Act; 1975
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The DOE Office of Science (SC) is fully and unconditionally committed to fostering safe, diverse, equitable, and
AYOt dzaA@dS @g2NJ Z NbaSINOKZ IyR FdzyRAYy3d SYODBANRBYYSYyUuUa
X{/ Qa STFSOGAGDS a0SolINRAKALI YR LINRY2UA2Y 2F RAODSNE
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 St
community to push the frontiers of scientific knowledge for the betterment of America's prosperity and security.

SBAAO0ONAYAYIlIGA2Y YR KINFY¥aayYSyid dzyRSNXYAYS {/ Qa | oAf Al
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 eseraral 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
AyaiodArddzianzya NBOSAGAY3I {/ FdzyRAy3IZ 2NJ 20KSNJ f20FGA2
X. éézyﬁz AdadzSa GKFG YlFée NRasS G2 GKS tS@gSt 2F tS3l ¢
engaging in S€ponsored activities, to always conduct themselves in a manner that is respectful, ethical, and

LINE FSaaAz2ylftd ¢KAA NBYSH6SR O2YYAUGYSYyd Aa LI NI 27F {/
policies, practices, and communications in furtherance of its core values and its mission.

For the full SC Statemenhttps://science.osti.qov/s@/Researckand-Conduct
Policies/DiversitEquity-andInclusion/S€Statementof-Commitment
10
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Emerging DElrBroansing:Practices @t DOE Labs

A few examples in areas critidal institutional leadership in DEI
Leadership and accountability

A Strong commitment by leadership to fostering a culture of diversity, equity, and inclusion at the laborat
IS demonstrated through visible policies and actions, including personal statements, regular meetings
fF0o2NF02NB &adFFF (2 Oogwbithdey A OF 0S GKS fF02N)F (2N

A Diversity, equity, and inclusion are communicateat@stralto advancing science and innovation, not an
Gl RRFZ¢é YR y20G o2dzi O2YLX Al yOSo®

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

A LaboratoryDEI goals and strategies are ddt@ven.Laboratories embrace a scientific approach to
evaluating the effectiveness of their actions based on clear measures of success and data.

A[ SF RSNEKALI Aa KSt R | OlERaay thdougli sBverdl gnéthainists, intlkding? NJ-
Incorporating DEI goaisto performance appraisals with clear standardsdaaluation.
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Emerging DElrBroansing:Practices @t DOE Labs

A few examples in areas critical fiwersehiring and retention
Recruiting andHiring practices

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

A Usingdiverse hiringpanels who review applications and conduct interviews.

A Management oversight and assessment of the diversity of candidate pools before commencing with
Interviews¢ and reopening announcement and recruiting if the candidate pools are not diverse

A Requiring quality diversity and implicit bias awareness and mitigation training of all hiring panel memt
and hiring managers. Anrdfresher trainingon a regular basis

A Using a standard set of interview questions for all candidate interviews.

A Leadership oversight of hirimgcommendations (on@ver-one review of selection decisions). Leadership
IS provided the diversity data for applicants and interviewees at each stage in a hiring process.
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Professional and leadership development opportunities

r

A Providing mentorshippportunitiesfor existing employees in all stages of their careers, consistentawith
definedmentorshipstrategy.

A Mentoring responsibilities are approached with intentionality, use eviderz®skd practices, and set
expectations for mentors and mentees. Professional development on effective mentorship and evider
based tools and strategies are available to mentors and mentees.

A Paring leadership with managers and supervisors for leadenséigoring.

A Ensuring processes for selecting employees for leadership development programs, including speakir
opportunities, are fair and transparent, with attention paid to equitable decision making based on dat:

when making recommendations
A Considering allowing seffomination processes for certain professional development opportunities.

A Ensuring clear, objective criteria are used for assessing employees for promotion decision, taking intc
consideration institutional data on who has had access to opportunities.
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Fostering inclusive research environments

Ve

A The laboratory understandss DElchallenges, particularly the laboratory cultut®;, collecting input through multiple
mechanisms to get the views and experiences of employees, visiting scientists, usestsicemds (climate surveys,
focus groups, D&l councils, exit surveys).

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

A Family friendly benefits and policies (flexible work schedules, telework, paid family leave)
A Employee Resource Groups (women, early career, race/ethnic minority group, LGTBQ+, veterans)

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

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

A1l a1 SNB G2t SNIyOSé¢ LIRaGdzNBE YSIFya Y2NB GKIy 2dzad
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A Program advertisement

A Nomination processes

A Selection panels and selection processes

A Diversity of speakers, instructors, and mentors

A Advancing DEI in project management practices and project teams

A Datadriven practices

A9ELI YRAYI (KS O2K2NIiaQ ySis2N] a

A Unconscious bias is all around, how to manage it
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