General Sciences Diversity Plan

FY02 DRAFT4.2

January 8, 2002

The General Sciences Directorate is directly responsible for the diverse staff of three scientific divisions: Accelerator & Fusion Research, Nuclear Science and Physics, which also includes matrixed staff from other divisions and departments of the laboratory (Engineering, ASD, HR, etc.) The GS-related staff constitutes more than a quarter of the total Berkeley Lab workforce. The staff is geographically located throughout the laboratory and contributes to scientific research and development, operation of major national facilities and running projects of national and international significance. The Berkeley Lab General Sciences is recognized globally as a premier scientific entity.  In the ultimate analysis, however, science is a human enterprise requiring active promotion of a work environment that values, supports, encourages and promotes all employees irrespective of their diverse backgrounds arising from demography. A culture which values this diversity at all levels will ensure that General Sciences not only retains but further enhances its pre-eminent world-class scientific stature. This will demand active monitoring and implementation of corrective actions on a day-to-day basis, with the goal of removing prejudice, stereotypes and isolation. We seek to promote a functional framework that respects and assures diversity on a routine basis.

ISSUES

While issues of diversity encompass much more than statistics, the imbalance of the population of our workforce relative to the general population is an indicator of potential diversity problems. Tables 1-3 give a breakdown of the workforce of the three divisions by major job classifications. These tables include matrixed employees. The imbalances can be clearly seen in the numbers. Leaving out the adminitrative/clerical category, female employees represent 11% of the population in the NSD and Physics Divisions, and only 6% in AFRD. The underrepresented minorities (African American, Native American and Hispanic) fare even worse, representing 3-6% of the workforce in each division. 

In order to make any progress towards our ultimate goal of a work environment which is comfortable for all employees, we need to raise the awareness of diversity among all employees within the three divisions. We envision a process which is directly modeled after that which was followed in the last decade to raise the consciousness of all employees towards safety.  It was long and tedious and sometimes painful, but the end result is that safety is now an integral part of the fabric of our workplace. We need to do the same now for diversity.

Within the tables of statistics are three distinct categories of employees - Administrative/Clerical, Technical and Scientific - which each pose their own set of problems and require different solutions.  The problems are defined below.  We will propose steps to continue the progress we made in FY01 towards addressing the inequities in these numbers. 

The 33 Administrative/Clerical employees within General Sciences are nearly 80% female, and are more balanced in underrepresented minorities than other parts of GS. The major concern here is retaining good employees. This is directly related to the work environment. Among these employees, training and career development are big issues.  

The 154 members of the Technical staff, including both direct and matrixed employees, are underrepresented in both women (9.7%) and underrepresented minorities (2.7%).   Long term, this inequity must be tackled by working with Engineering Division, since 75% of the GS technical staff is matrixed.  The Engineering Division has traditionally recruited experienced workers. In order to improve the representation of women and minorities, new hires will have to be made at entry level positions. These workers will need training and that leads to issues of who picks up the costs of this effort.

The 329 members of the scientific staff - including students and postdocs - are also underrepresented in both females (9.4%) and underrepresented minorities (3%). In particular, there are no African Americans or Native Americans on the scientific staff.  Females account for 14% of the undergraduate and graduate students within GS but less than 5% of the postdocs and 9% of the career staff.  These numbers illustrate the general problem seen in all nationwide studies, that females are abandoning science careers at every step.  There are not enough females and minority students coming through the pipeline. This problem needs to be addressed through education and outreach efforts at all grade levels and will only show payback in the long term. In the short term, we need to proactively compete for the qualified female and minority graduates who are there. 

SUMMARY OF FY01 PROGRESS

In FY01, we defined four of the most pressing problems above, namely:

1. Raising diversity awareness among all employees,

2. Improving the work environment for administrative and clerical staff

3. Improve recruitment of female and underrepresented minorities among the technical staff

4. Increase the pool of qualified applicants for scientific staff

We identified four action items to begin to address each of these problems. These action items plus a summary of the progress we made in FY01 is attached as Appendix A.  

FY02 PLAN

Based on the experience gained in the first year, the issues we would like to address in FY02 have been modified slightly from the FY01 plan:

· Raising awareness among GS staff of the many topics making up the concept of diversity in the workplace 

· Improve recruitment of female and underrepresented minorities among the scientific and technical staff

· Increase the pool of qualified applicants for scientific and technical staff through Education and Public Outreach (EPO) efforts

· Improve the workplace environment for all members of the GS community, including matrixed staff

The overall goals we envision to address these issues are:

EPO/
Focus some of the education and public outreach efforts being pursued by individuals 
Recruitment:
within GS into a concerted program which will directly address the leaky pipeline for women and minorities in the physical sciences and improve recruitment in the outyears.

Awareness:
Ensure that employees at all levels of the GS community are aware of the benefits of diversity in the workplace, and are actively working to achieve mutual respect within our community. 

Workplace:
Provide a supportive and nourishing environment for professional and personal growth.

For this fiscal year, we have combined the recruitment and EPO goals in light of the expectation that most of our recruitment efforts will be directed towards increasing the number of minority and female students in the field. The reason for this is twofold. Firstly, funding in the HEP office of DOE has been flat or declining in recent years which has led to a completed Reduction in Force (RIF) action in AFRD in FY01 and one in NSD which is in progress at this time. Thus there is very little hiring in progress or anticipated among the scientific and technical staff for FY02. Secondly, it is clear from our efforts in FY01 that simply broadening the advertising for those positions available is not enough. There are too few women and minorities in the pool of qualified candidates. 

For FY02, the centerpiece of our effort will be to put in place a program designed to establish educational partnerships with one or more minority institutions. It is clear from our discussions with faculty at under-represented institutions that we must make a very pro-active effort to reach out to their best students and attract them to physics careers and to the Berkeley Lab.  To do this in an effective manner, we plan to set up "peer-to-peer" research partnerships with faculty at these institutions. We will provide opportunities for our faculty partners and their promising students to spend time at LBNL working directly with local research groups. This year we will begin the process by researching these institutions, identifying the departments with which we have the most overlap, and sending out scientists to visit and make contacts. We are pursuing an aggressive timeline for this program which we hope will lead to having 1-2 visiting faculty at the lab during the coming summer.

In addition, we plan to continue the process begun last year in making contacts at the community college level (CCSF and Contra Costa College) and at the K-12 level (working with teachers in Navajo schools). The community college contacts are directed to recruiting a more diverse population for technical positions, as well as outreaching to a more diverse population who would be transferring to 4-year college programs in the future.

In the areas of diversity awareness and workplace environment, we will take steps to increase communication with all employees through a variety of means. We plan to begin the process of including expectations on diversity, workplace civility and career development issues into future P2Rs by working with supervisors to include these expectations in the basic job descriptions.  We also plan to set up a pilot module for supervisors to strengthen supervisory skills in handling problems in diversity. 

In order to continue to make progress, we are setting the following "deliverables" for FY02:

EPO/Recruitment:

Directed towards faculty at Four-Year Minority-Serving Institutions (MSI):

· Establish the Warren Henry Faculty Partnership Program by reaching the following milestones this fiscal year (a description of the program is attached in Appendix B):

· Define several (4-6) initiatives within General Science with long term growth potential which would be attractive to research faculty in Physics at MSIs.

· Contact informally and formally faculty at MSIs whose research interests overlap these initiatives  

· Send 2-3 senior scientists from LBNL (those whom are involved with the "overlapping" initiatives) to the Society of Black Physicists Conference in March of 2002 or directly to the campuses to meet with interested faculty

· Invite the most promising 2-3 faculty members here for seminars and further discussions with the goal to have them spend their summer here as visiting researchers.

Directed towards Community College Faculty:

· Community College Open House directed towards technical positions will take place this spring

Directed towards K-12 Teachers:

· Explore funding options to host a Nuclear Science Workshop for Navajo K-12 teachers in the Summer of 2002 (follow-up to program begun in Summer of 2001) 

Directed towards Graduate Students:

· Meet with the Diversity/Recruitment Committee of the UCB Physics Department to explore joint efforts to improve diversity among the physics students at UCB (follow-up to GS participation in Berkeley Edge Conference)

Directed towards Undergraduate Students:

· Develop a brochure to encourage undergraduate students to explore summer research positions in the GS at LBNL, to be distributed at MSIs and at conferences, job fairs, etc

· Coordinate the GS recruitment of undergraduates for summer research positions so that four positions are offered to applicants from MSIs 

Awareness/Workplace:

· Each group leader will be invited to attend one meeting of the Workplace Committee 

· Two colloquia will be organized on diversity issues

· Management and HR will work with supervisors to develop expectations for diversity awareness

· Publish a newsletter twice yearly

· Publicize career development opportunities relevant to LBNL staff, e.g. on the Cal campus, and provide resources for matrixed employees who wish to take advantage of these opportunities

· Develop a pilot training module directed towards strengthening supervisory skills in diversity issues

· Assist management and HR in efforts to establish an Ombudsman Office at LBNL

BEYOND FY02

The long term goals discussed above will naturally have components in the outyears. In addition, there are other items we have discussed extensively and will be exploring more during FY02, with the aim of including specific goals for these items beginning in FY03.  These include:

· In order for the Minority Faculty Partnership program to be successful in its ultimate goal of directing a pool of minority students into the physics projects at LBNL, it must have a long-term component. By FY2003, we expect to 

· For qualified faculty, convert the visiting professorships for the faculty involved into true joint appointments

· Aid our partners at MSIs to find sources of funding to improve the infrastructure at the institutions involved so that they are able to take on substantial duties in the research project, whether it is building detector components, designing software, etc.

· An awards and recognition program 

· Use the P2R process as part of a year long exercise, with periodic review and assessment

· A mentorship program for new employees

· A database to track students and assess the success of our undergraduate program

APPENDIX A.  SUMMARY OF FY01 PROGRESS

The General Sciences (GS) Diversity Plan identified three general categories of employees within the three divisions – scientific, technical and administrative. The latter two include both direct employees of the divisions and matrixed, primarily from Engineering and ASD. Four goals were established for FY01: 1) hold all-hands meetings for all staff of the three divisions to introduce the Diversity Plan and increase awareness of the issues, 2) diversify the advertising for postdoctoral and term scientists, 3) host an Open House for community college teachers, and 4) give the administrative staff increased opportunities for training which enhance their careers. Additional long term issues were listed to begin addressing this fiscal year.

Not all the performance measures were quantifiably met, however tremendous progress was made in all areas. A Workplace Committee was established to pursue the goals of the plan under the leadership of Gerry Abrams (Physics) and Peggy McMahan (Nuclear Science). The committee includes employees – both direct and matrixed – from all categories as well as staff from the GS HR Center. This committee has met weekly since January, and the committee chairs have met periodically with the Jim Siegrist and once each with the other two division directors to inform them of progress.

Accomplishments include:

· All hands meetings were held in the spring in all three divisions (though not every division included all matrixed employees in their invitations), in which the directors spoke about the importance of diversity issues

· A flyer was put together highlighting the interesting science and technology of all three divisions  and sent electronically to minority institutuions shortly before the deadline for applications for the DOE ERULF summer program

· Advertising for all postdoctoral and term staff positions was extended to include many institutions, publications and websites which may better target underrepresented scientists. Group leaders were brought on board this process early.

· Members of the commttee attended the UC Berkeley Minority Job Fair and the African American Physics Conference at Stanford

· Within NSD, two women and one African-American were appointed to the Directors Visiting Committee, and diversity and outreach issues were given a place on the agenda both for the Visiting Committee and a DOE Program Managers’ Review. 

· The first GS Diversity Colloquium was held in April. The speaker was Dr. Fred Begay of LANL.

· Meetings were held with the Chair of the Engineering Diversity Committee to discuss working together on issues of mutual interest, primarily recruiting and training of entry level technical positions

· An attempt was made to host an Open House for community college faculty in May, but was cancelled when not enough responses were received by the deadline. The plan is to try again in September with better advertising. However, the contacts that were made in this effort have already led to five faculty from CCSF Engineering and Technology Department to visit the lab for discussions on setting up a work-study course for students close to receiving AA degrees. These discussions are ongoing.

· A organizational meeting was held of everyone doing education and outreach within the three divisions to come up with a common framework and to assess how to focus more efforts on diversity issues. These meetings are ongoing.

· The Chairs of the Workplace Committee have held meetings with the heads of the LBNL Outreach Office and CSEE to identify resources to use in our efforts

· Working with ASD, training modules were developed to aid administrative staff in understanding how various functions within LBNL work (publications, travel, etc.)

· The issue of software training for ASD staff has been pursued and discussions with TEID on setting up two workstations for training modules in the 50 Library is ongoing

Other issues extensively discussed by the committee, though no concrete actions have been taken include: 1) traning for supervisory staff which would include career development and civility issues among others, 2) the need for an ombudsperson as a first intervention step in workplace conflict, 3) an awards program within GS not tied to the LBNL OPA awards, and 4) the need to bring the group leaders and heads more into the process.

