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1.
Mission Statement

The roots of organizational diversity originate in the Affirmative Action (AA) and Equal Employment Opportunity (EEO) mandates of the 1960’s and 1970’s.  Although not legally codified, the diversity concept broadens the original scope of AA and EEO civil rights legislation.  “Diversity” advances the idea that institutions should support individuals of different demographic and philosophical backgrounds in a non-prejudicial workplace that functions to enhance the human potential of each employee. Hence, the language of diversity is one of “inclusion” rather than “exclusion.”

The Laboratory recognizes two key assets: the diversity of the research programs within its multidisciplinary structure and the diversity of the people it employs.  Both provide strength and flexibility to meet the challenges of the future. It is this combination of talent, energy, commitment and dedication that will keep the Laboratory’s basic and applied research on the frontier of human scientific endeavor. An increasing variety of new perspectives, propelled by improved diversity, can serve to foster organizational growth through increased scientific productivity. 

We believe valuing diversity makes good business sense and encourages an environment that welcomes a healthy exchange of ideas and different viewpoints. We regard diversity as a reformation of institutional insight and outlook, something that must be developed and cultivated.

2.
Background

For more than 50 years, Brookhaven National Laboratory has excelled in scientific research, the operation of user facilities, technology development and knowledge transfer.  Crucial to its success has been the recognition that an inclusive environment, one with a rich mixture of individuals with differing backgrounds and unique talents can stimulate creativity and increase the potential for innovation and excellence. Our internationally recognized user facilities, workforce policies that value and promote diversity, commitment to the local community, and partnerships maximizing minority business opportunities, all exemplify this point.

We are committed to promoting diversity within our own organization.  Brookhaven’s four core missions include, the operation of User Facilities, Scientific Research, Technology Development and Knowledge Transfer.  These endeavors support the Department of Energy’s mission and offer scientific capital to other public and private sector entities. Our research facilities aid U.S. competitiveness by providing numerous opportunities for scientific collaboration with industry. Brookhaven is committed to making the scientific and economic benefits stemming from its core activities accessible to the widest possible audience.
Equal opportunity legislation and affirmative action plans have opened the doors for women, minorities, individuals with disabilities and other groups who had been previously been excluded from competing equally in the workforce.  Now, the changing nature of the workforce and the demands of escalating global competition have led to an increased awareness of the importance of diversity in achieving the Laboratory’s mission.  We believe diversity encompasses the recruitment, promotion, development and retention of individuals regardless of race, color, religion, gender, national origin, marital status, citizenship, age, disability, veteran status and sexual orientation.  Diversity celebrates the differences as well as similarities between individuals, and operates on respect for the special contributions that each can make.

3.
Equal Employment Policy Statement

Our mission to do world-class science can be enhanced by having a diverse workforce.  Fair treatment and opportunity for all employees in an environment free from harassment should be regarded as the Laboratory’s way of doing business.  As Director of Brookhaven National Laboratory (BNL), I reaffirm the Laboratory’s commitment to Equal Employment Opportunity and Affirmative Action.

It is BNL's policy to:

· Provide equal employment opportunities to all applicants.

· Be proactive in making equal opportunity at BNL a reality.

· Employ HR practices that ensure every employment decision is free from illegal discrimination and complies with those laws prohibiting discrimination as to race, color, religion, gender, national origin, marital status, citizenship, age, disability, veteran status, sexual orientation, or any other characteristic protected by law or executive order.

· Make reasonable accommodations for qualified employees with disabilities.

· Advise employees of their rights to refer violation of these policies to their supervisor, Human Resources, or directly to the Diversity Office.

· Take all necessary steps to ensure that no person intimidates, threatens, coerces, or discriminates against any individual for the purpose of interfering with the filing of a complaint, furnishing information, or assisting or participating in any manner in an investigation, compliance review, hearing or other activity related to the administration of these policies.

With your help, we can continue to be proud of the inclusive environment at the Laboratory.  We will recognize individual differences, and utilize these differences, as well as what we have in common, to continue the Laboratory’s reputation as a world-class institution and an exemplary workplace.

Overall, responsibility for directing and implementing these policies has been assigned to Shirley Kendall, Diversity Office Manager, Ext. 3318.  Your feedback and contributions are always welcome.
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4.
Approach

Diversity is linked to the Laboratory’s mission and goals and is managed as a vital, on-going objective.  Key stakeholder groups essential to the Laboratory’s operation, both internal and external, have been identified for inclusion in the Laboratory’s diversity planning. By concentrating on the aforementioned themes, we hope to consolidate a set of goals and accompanying strategies that reflect the Laboratory’s new vision of diversity.

5.
Laboratory Mission

Brookhaven National Laboratory (BNL) is a multi-program national laboratory operated by Brookhaven Science Associates for the U.S. Department of Energy.  The Laboratory’s role within the DOE Laboratory System is to produce excellent science and advanced technology in a safe, environmentally benign manner with the cooperation, support, and appropriate involvement of our scientific and local communities.  The elements of the Laboratory’s mission, which supports the four DOE strategic missions, are the following:

· To conceive, design, construct and operate complex, leading edge, user-oriented facilities in a safe and environmentally benign manner that is responsive to the DOE and the needs of the international community of users.

· To carry out basic and applied research in long-term programs at the frontier of Physical, Chemical, Environmental, and Life Sciences in support of DOE’s mission.

· To develop advanced technologies that address national needs and to transfer them to other organizations and to the commercial sector.

· To disseminate technical knowledge, to educate new generations of scientists and engineers, to maintain technical capabilities in the nation’s workforce, and to encourage scientific awareness in the general public.  

6.
Stakeholders and Requirements

Diversity affects employees, students in the classroom, research collaborators, scientific and business colleagues, and community members.  It is important that we identify our key stakeholders, both internal and external, to assess the impact that Brookhaven’s diversity plan has on them.

Our Primary Stakeholders are:

· U.S. Department of Energy

· Brookhaven Science Associates

· Federal, State, and Local Government

· Scientific facility users, research collaborators

· Laboratory Management

· Employees

· Contractors

· Community (education, business, special interest groups, neighbors)

Some of their requirements are:

· U.S. Department of Energy/Brookhaven Science Associates

Excellence in research, prime contract, orders and directives, policies and procedures, audits, and reviews.

· Federal, State, and Local Government 

Compliance with laws and regulations.

· Scientific Facility Users/Research Collaborators

Availability of facilities and staff, cooperative agreements, excellence in basic and applied research, benefits to scientific community literature.

· Laboratory Management

Scientific enterprise in a safe and environmentally responsible manner, an empowered diverse workforce, attainment of Affirmative Action goals.

· Employees and Contractors

Leadership, trust, fairness of opportunity, challenging work, rewards and recognition, mutual respect and a safe work environment.



· Community

Business, jobs, membership in organizations, information exchange, economic growth, and a safe environment.

DIVERSITY VISIONS, GOALS AND STRATEGIES


1.

Workforce

A.
Vision

Excellence in science and technology is driven by a spectrum of ideas, perspectives and problem solving skills.  Innovation and creativity are enhanced by a diversity of people.

The Laboratory promotes the concept of workplace diversity by communicating to personnel a strong commitment to eliminate discriminatory practices. Such communication reinforces management's responsibility for ensuring that all employment decisions such as recruiting, promotions, training, and terminations, are based on qualifications and performance.

The success of Brookhaven National Laboratory depends singularly upon the quality of its people.  Only by maintaining the highest standards of excellence will the Laboratory maintain its position as a world leader in the basic research arena. The Laboratory engages in rigorous and candid self-assessment, accepts responsibility for its actions and commitments, recruits vigorously, seeks new talent from diverse populations, and encourages its employees to continue to attend training programs and attain further education.

B.
Goals

· Recruitment and retention of a diverse, highly skilled, productive and efficient workforce.

· A workplace that is respectful of individual differences.

· Management that is responsible for, and recognized for, implementing their Diversity programs.

· Human Resources policies that offer opportunities for career and salary advancement regardless of ethnicity or gender.

· A work environment that seeks to assist employees in balancing work/family responsibilities.

· Opportunities for employees to improve their skills and participate in professional development programs.

C.
Strategies

Policy Administration

· Reinforcement of the Equal Employment Opportunity Statement by the Laboratory Director which affirms his commitment and reaffirms the Laboratory's commitment to employing and retaining a workforce that reflects the diversity of the labor force.

· Empowerment of the Diversity Office, on behalf of the Director and the Directorate, to incorporate proactive programs addressing broad issues of workplace diversity.

· Ensure that the Laboratory is responsive to the needs of its women employees, by providing continuous support for the position of Women's Program Coordinator and other programs that support women.

· Develop, promote and implement forward-thinking Human Resources programs that address the needs of the Laboratory's diverse population. 


· (The Laboratory's Affirmative Action Plan for Women and Minorities and Plan for Individuals with Disabilities and Vietnam Era Veterans, in compliance with Executive Order 11246, has been submitted to the Department of Energy.  These Plans include additional goals.)

Recruitment

· Increase the recruitment and advancement of women and minorities at all levels of the workforce by holding managers responsible for setting and achieving diversity goals. 


· Continue to support aggressive recruitment programs that increase efforts to hire and retain women and under-represented minorities into the Scientific Staff. 


· Initiate contact with women and underrepresented minorities at local, state, regional, national and international professional conferences and coordinate follow-up with these scientists and professionals through Diversity Office and Human Resources. At a minimum, CV and business cards should be shared with HR Employment staff. Whenever feasible, women and underrepresented scientists, post-doc and professionals should be interviewed regarding potential employment with BNL.
· Engage scientific and professional managers in recruitment process by requiring each department to designate a staff to receive, review and provide feedback to HR and Diversity Office on CVs. 

· Identify additional recruitment resources by attending professional organizations and college fairs with high minority populations. 


· Continue to develop relationships with historically black universities and colleges that bring minority research and professional associates to work with the Laboratory's scientists.

Training and Staff Development 
· Develop and maintain an integrated training program that will provide job-relevant, high- quality, cost-effective training to all Laboratory employees.


· Develop a Management Training Plan and Hierarchy to ensure that managers are properly trained in proven techniques of managing people thus ensuring fairness and equitable treatment. 


· Expand the career development program by involving more employees and adding activities that enrich the quality of the program.


· Continue the 360-degree performance feedback program, which gives managers constructive ways to improve their management skills, to all levels of supervisory staff.

· Continue to support on site pre-college courses, CLEP tests, and life experience portfolio courses as options to assist employees in completing their education.


· Continue a succession-planning program that is designed to identify women and minorities as successors to key management positions.


· Continue mentoring programs for Scientific Staff to set career goals and identify professional opportunities both internally and externally from BNL.

· The Tuition Assistant Program will continue to support tuition advances in an effort to encourage employees to continue their education and help those who may be unable to pay the cost of tuition in advance.

· Continue the Senior Facilities Office Assistant: a career development track for Union members.

Retention

· Continue to provide and evaluate the effectiveness of different solutions for employee concerns: Diversity Office, Employee Relations Counselor, Brookhaven Advocacy Council, Employee Assistance Program, EEO Representatives, and the Affirmative Action Advisory Committee.

· Continue to provide assistance for personal, family and mental health counseling through the Employee Assistance Program.


· Continue the Employee Concerns program, which addresses issues relating to work, related health, safety, mismanagement, or fraud.

Compensation

· Design and administer compensation and rewards programs that enhance performance and are equitable to employees. These programs have a comprehensive approach that will give every employee a goal to which to aspire.


· Strengthen the perceived link between pay and performance.  Efforts will be expended to improve the overall effectiveness of focusing employee performance in line with Laboratory goals and evaluating that performance fairly and consistently. Compensation programs will be administered equitably for all ethnicities and genders.

· Affirmative efforts are taken to consider underrepresented groups when evaluating candidates for employee awards.
 

· Affirmative effort is taken regarding the treatment of underrepresented groups in administering employee base pay, through the use of graphs and statistics that help to identify outliners, and characterize the relative treatment of those groups.

Emphasis on Family Needs

· Continue to operate a Child Development Center on site.


· Provide innovative programs that address family related policies such as family leave, that are not based on regulatory requirements.

Identification of Employee Needs

· Periodically conduct an employee survey, which will provide information to management on the perceptions of the Laboratory's diverse employees regarding their quality of work life. 

2.
Educational Program and Outreach

A.  Vision

Brookhaven will continue to be a recognized leader in collaborating with the educational community to provide educational programs, resources, and enrichment activities, which will better prepare students from all backgrounds to enter the scientific and technical workforce. 

Brookhaven will continue to be recognized as an employer of choice because of its outstanding staff education, training and professional development programs.

B.
Goals

· To assist in increasing the quality and quantity of science and technology professionals in the region and the nation, emphasizing participation by under-represented minorities, women, and physically challenged persons.

· Ensure that diverse groups have access to pre-college and university Laboratory educational programs.

· Provide continuing support for diverse populations pursuing scientific and technical careers through a variety of educational pathways and support networks.

· Enhance the professional development of pre-service and in-service teachers and college faculty who work with members of under-represented groups through educational programs based on cutting-edge research.

· Expand opportunities for employees to improve their skills and participate in professional development programs.

C.
Strategies

· Maintain and expand the long-standing Brookhaven Semester Program, and collaborate in federally supported programs at other partnership institutions, to increase participation by under-represented groups in undergraduate research internships.

· Provide research-based summer institutes, for students from partnership community colleges primarily serving under-represented groups.

· Work to increase the participants in the Faculty and Student Teams (FaST) program by increasing the number of research placements for faculty and students from four-year schools and community colleges serving under-represented groups, and supporting follow-on activities that will enrich the offerings of their home institutions.

· Continue to participate in national consortia, which support research participation opportunities at the undergraduate and graduate level for members of under-represented groups. 

· Maintain and extend existing partnerships with historically black colleges and other institutions largely serving members of under-represented groups, to enrich and supplement the curricula offered by these institutions.

· Continue outreach to schools in need such as those in urban areas, and support for teacher preparation as part of regional National Science Foundation (NSF) initiatives in elementary and secondary school teacher enhancement, and expand professional development activities for teachers in collaboration with NSF Teacher Preparation Programs.

· Maintain scientific educational programs and outreach for local elementary, middle, and high school students.  Work with the Long Island educational and technical community to link these programs to career awareness programs, and local partnerships aimed at retaining at-risk students.  Support these efforts with Web-based resources.

· Work with the Diversity Office, Brookhaven Women in Science, Human Resources and other Laboratory organizations to expand linkages between the Laboratory’s educational programs and its employee recruitment and staff development activities.

· Continue Scholarships for High School Girls who excel in science and Project WISE to support and encourage women in science.

· Continue the Gorman-Metz Scholarship, an annual $5000 scholarship is awarded to a disabled child of a BNL employee who is a graduate student studying Science or Engineering.

· Hold events at BNL to recruit minority students for educational programs at the Laboratory.

· Work with Stony Brook University and BSA to develop and run a summer internship program for minority undergraduate students from the BSA institutions.  

3. 
Community Involvements and Outreach

A.  Vision 

The Brookhaven Community Involvement Office recognizes the value of diversity in the Laboratory's internal and external communities.  Diversity brings a variety of ideas and viewpoints to the Laboratory that is beneficial in understanding the broad interests of stakeholders.  

B. 
Goals

· Promote employee volunteerism to expand interactions with diverse stakeholder groups.

·  Seek diversity in community involvement and outreach activities to ensure issues, concerns, and interests of all key stakeholders are addressed.

· Help to build partnerships with businesses to increase diverse employment opportunities on Long Island.

· Reach out to underrepresented stakeholders to inform and educate them on the resources and opportunities the Laboratory has to offer.

· Provide volunteerism opportunities and support for employees to serve underrepresented Long Island communities.  

C.  Strategies

· Continue to maintain and expand community involvement programs that support the goals of this plan.  These activities include the Envoy Program, Volunteers in Partnership, Tour Program, Speakers Bureau, Summer Sundays and Community Advisory Council and others.

· Actively seek to involve and inform stakeholders by reaching out to underrepresented community organizations.

· Continue to be good stewards of the Camp Upton Historical Collection, important to diverse groups who have connections with service to the United States.

· Continue to make connections with key business contacts to provide information on the many opportunities the Laboratory has to offer.

· Continue to support diverse nonprofit organizations through the Laboratory's Corporate Philanthropy program.

· Continue to support the United Way program, which reaches out to a diverse Long Island population in need of assistance.  The Laboratory supports this organization through matching employee volunteer efforts with funds, and through encouraging employees to participate in the United Way fundraiser.

4.
Subcontracting

A.
Vision


Brookhaven will maintain and enhance a subcontracting program that actively seeks to purchase quality products and services from responsible and qualified small, SBA certified small disadvantaged (including 8a firms); women-owned; veteran-owned; service-disabled veteran-owned; and SBA certified HUB-Zone owned small businesses.

B.
Goals

· Brookhaven has established specific goals, as stated in the Laboratory’s Small Business Subcontracting Plan, that represent the Laboratory’s commitment to maintaining an effective subcontracting program with small, small disadvantaged, Hub-Zone, women-owned, veteran-owned and service-disabled veteran-owned small businesses.

· Include in the Laboratory’s supplier base qualified small businesses in these six categories whose demonstrated performance measurably contributes to the Laboratory’s success in achieving its mission.

· Improve the effectiveness of the Laboratory’s current Outreach Program to assure that small businesses in these six categories are aware of and compete for available contracts. 

· Educate small businesses in these six categories on the requirements to become SBA certified and additional available resources to help them grow their business.

· Enhance current efforts to guide and encourage buyers to give small businesses maximum opportunity to participate in the Laboratory’s subcontracting program.

· Exceed the Laboratory’s annual subcontracting goals for participation of the six small business categories.

C.
Strategies




· Maintain the position of Small Business Liaison Officer (SBLO) to administer and be responsible for the Laboratory’s Small Business Program.  The SBLO is the focal point for small business contacts and is available for assistance to buyers/contract specialists on matters concerning small business sources.

· Continue to conduct plant visits to evaluate a potential supplier’s facility and provide, wherever practicable, guidance towards upgrading capabilities.

· Continue the Laboratory’s “Supplier of the Year” award program in recognition of quality workmanship and service.

· Utilize public media, the Brookhaven Small Business Program web site, conferences and forums to make small businesses aware of the Laboratory’s goals and opportunities.  Continue to participate in trade fairs frequented by small business representatives.  Sponsor and conduct industry workshops.

· Expand speaking engagements to encompass more Long Island women and minority organizations.

· Identify the unique needs of existing and start-up businesses in the six small business categories and refer them to appropriate agencies that can help them grow their businesses.

· Continue small and small disadvantaged business set-aside procurements when possible.

· Continue source data exchange with public and private organizations that foster the identification and qualification of the six small business categories.

· Establish individual goals, in the six small business categories, for buyers and utilize successes and failures as part of annual performance appraisals.

· Annually recognize the efforts of an individual buyer by utilization of a “Buyer of the Year” award for efforts, practices and successes in this area.

· Continue to provide training through workshops, seminars and other less formal means to educate the buyers/contracts specialists and other individuals who participate in the procurement process in their responsibilities with respect to small business participation.

·  Maintain records of purchases that document performance with respect to goals for awarding procurement dollars to firms in the six small business categories.

5.
Office of Intellectual Property and Sponsored Research (OIP)
A.
Vision

The Laboratory will be recognized by industry in general and by small business and minority/women-owned businesses in particular, as an accessible and trusted partner in the development and commercialization of new technologies.

B.
Goals

· Focus OIP’s technology transfer programs on areas of technology where OIP has been most successful, while continuing its technology transfer interactions with small businesses and minority/women-owned businesses.

· Continue OIP’s collaborations with small businesses and attempt to increase the level of collaborations with minority/women-owned businesses.

· Enhance OIP’s participation with the Department of Energy in establishing programs and policies that will increase technology partnership opportunities for small and minority/women-owned businesses.

C.
Strategies

· Continue to encourage the Department of Energy to develop and implement programs that reach out to the small and minority business communities.

· Continue to work with the Public Affairs Office, to better reach small and minority/women owned businesses and notify them of the SBIR/STTR opportunities by:

· Encouraging presentations to small business incubators in the northeast region describing OIP’s capabilities and Technology Transfer Program.

· Facilitating interactions with attendees at conferences and trade shows informing small and minority/women-owned businesses of the Laboratory’s expertise and “how to work with us.”

· Facilitating Brookhaven National Laboratory’s extensive involvement with local Long Island organizations; i.e., Long Island Association (LIA), Long Island Forum for Technology (LIFT) and New York State’s Centers for Advanced Technology.

· Continue to foster interaction with the Small Business Development Center located at Stony Brook University and their satellite agents to offer assistance to new companies and existing companies wishing to redirect their products from defense to dual use.

· Ensure that the Fairness of Opportunity responsibilities set forth in the DOE Prime Contract are met in the selection process for licensing Laboratory technology.

· Fully comply with the Brookhaven National Laboratory Strategic Plan for Diversity regarding its employment practices; adhere to BNL guidelines for recruiting and hiring Diversity candidates that possess required qualifications for the positions being filled.

6.
Prevention of Profiling based on Race or National Origin    

    “Profiling pertains to those practices that scrutinize, target or treat employees or applicants for employment differently or single them out or select them for unjustified additional scrutiny, based on race or national origin.”

A.
Vision

A work environment that encourages a positive attitude toward diverse individuals, groups, races; that discourages taking adverse actions based solely on a negative stereotype or negative preconception about people based on hearsay. 

B. Goals

Give employees the opportunity to display pride in their ethnicity, race and culture while participating in life at Brookhaven. Provide forums for employees to express concerns or issues about prohibited profiling practices in the workplace.

C.
Strategies

· Include Prevention of Profiling in Supervisory Training and EEO Representative Training.

· Continue to celebrate differences through employee led programs on cultural, ethnic, race and other groups.

· Encourage employees to utilize the Brookhaven Advocacy Council (BAC) and the Diversity Office to investigate complaints about profiling.

· Communicate to employees, guests, users, and visitors the existence of the Quality of Life Steering Committee (QOL) and their interest in situations, which may be viewed as harassing toward a person or group of people because of their race. The QOL is charged with the task to provide services to the Laboratory’s diverse population utilizing the concept of “One Community”. 

· Periodically Human Resources, Safeguards and Security, and Counterintelligence, who handle security clearances, will meet with the Diversity Manager to discuss strategies to prevent racial profiling.

· Inform the Affirmative Action Advisory Committee about ways to identify racial profiling complaints and how to address them.

ORGANIZATION OVERVIEW










Advisory Committees

Diversity Management Steering Committee

The Diversity Management Steering Committee advises the Diversity Manager on policies and initiatives that support the Laboratory’s commitment to achieve a diverse workforce. 

The Committee should:

A. Formulate a diversity management strategy to achieve recruitment, retention and development objectives for minorities and women.

B. Promote and encourage interdepartmental and divisional active participation in diversity initiatives developed by the Diversity Office.

C. Review the program planning, staffing and budget of the Diversity Office and advise on the effectiveness and prioritization of the Office’s activities.

Affirmative Action Advisory Committee (A3)

The Affirmative Action Advisory Committee (A3) functions to advise the Director on the progress of Affirmative Action (AA) and the achievement of Equal Employment Opportunity (EEO) at the Laboratory.  The Committee makes recommendations on Laboratory policies, practices, and procedures in the areas of recruitment, hiring, transfer, promotion, training, education, benefits, and labor relations, to ensure that protected class individuals are represented fully throughout the Laboratory workforce.

Equal Employment Opportunity Representatives

Under the guidance and advice of the Diversity Office, Equal Employment Opportunity Representatives (EEO Reps) are responsible for assisting the Department Chairman/Division Manager in monitoring Affirmative Action/Equal Employment Opportunity.

They encourage minority and female employees to participate in Laboratory and educational training, recreational, and social activities.  EEO Reps assure that the EEO Policy Statement and other related posters are visible in each building, serve as peer counselors for employees, and coordinate EEO/AA training programs in Departments and Divisions.

Technology Transfer Coordinating Committee

Provides guidance and assistance to the Office of Intellectual Property and Industrial Partnerships (OIP). To act as the primary means of dissemination of information relating to new collaborative research opportunities to the research organizations in the Laboratory; to raise the awareness of the scientific and professional staff to the Laboratory’s technology transfer mission; and to identify within each research department/division those technologies, facilities or capabilities that might be of interest to industry. To assist the OIP in providing recognition of program staff and supervisors who have made substantial contributions to the Laboratory’s technology transfer program.

Community Advisory Council (CAC) 

A broad-based group formed in 1998 that advises the Director on issues of importance to the community in general, and to the variety of organizations represented on the CAC. The Laboratory provides information on programs of interest, data as requested, facilitation services, administrative support, and action-item coordination. The Laboratory nurtures the CAC by supplying support services to the council and its subcommittee activity.

The Brookhaven Advocacy Council (BAC) 

Advises and makes recommendations to the Laboratory Director on the resolution of employee, guest, and user concerns/issues that are brought to the attention of the BAC. The BAC functions independently of the Human Resources Division, reporting directly to the Laboratory Director. 

A key component of the Laboratory’s system of justice, the BAC is charged with the authority to receive and respond to employee, guest, and user concerns/issues; analyze and research data; and propose resolutions. The BAC shall have access to all pertinent, uncensored information, within the Laboratory’s guidelines regarding confidentiality, to assist them in the resolution of concerns/issues.

Brookhaven Council 

The Brookhaven Council is an elected body that advises the Director on matters affecting the scientific staff.

Women’s Program Advisory Committee 

Women’s Program Advisory Committee is a group of women from diverse backgrounds who advise the Women’s Program Coordinator on issues that are important and of concern to women at the Laboratory.


Outcomes

On

Strategic Diversity Plan

From 2003

Outcomes on Diversity Plan Strategies for 2003 

Recruitment

Increase the recruitment and advancement of women and minorities at all levels of the workforce by holding managers responsible for setting and achieving diversity goals:

· The Senior Employment Recruiter and Employment Manager are meeting with the supervisors of the three Howard University students in order to communicate to them the importance of continuing the relationship with HBCUs and getting a “return on our investment” for three summers. We will continue to hold their “feet to the fire” by sending the CVs and resumes of women and diversity candidates and emphasizing our commitment to diversity.

Continue to support aggressive recruitment programs that increase efforts to hire and retain women and under-represented minorities into the Scientific Staff:

· We will continue in this FY the concentration of attendance at diversity career fairs and meeting with staff at the several HBCUs that we have established a relationship. Not only will our attempt be to place women and under-represented minorities on scientific staff but also in other professional and managerial positions. Each year the number of “events” that Terry attends expands and the contacts that he makes at the schools expands.

Identify additional recruitment resources by attending professional organizations and college fairs with high minority populations:  Same as above

Continue to develop relationships with historically black universities and colleges that bring minority research associates to work with the Laboratory’s scientists:

· We continue to work on our relationships with the HBCUs and are now venturing into a connection between their faculties and our staff in order to create a more rich connection for students (therefore hopefully hires) here. This is a slow, deliberate process, which requires time, effort and diligence and we intend on doing everything we can to deepen the relationships.

	Trip Date
	Place
	Reason
	Overall

Cost
	Registration
	Airfare

	10/08 - 10/13/02
	Detroit, MI
	Society of Women Engineers National Conference
	$1,521.19 
	$3,000 
	$191.50 

	10/16/02
	Stony Brook, NY
	Stony Brook Fall 2002 Job/Internship Fair
	 
	$140 
	No Air

	11/01 - 11/02/02
	East Rutherford, NJ
	Society of Hispanic Professional Engineering Conference
	$259.89 
	$800 
	No Air

	11/06 - 11/09/02
	Tulsa, OK
	American Indian Science & Engineering Society Job Fair
	$537.12 
	$300 
	 

	11/13 - 11/14/02
	Lincoln University, PA
	Career Fair at Lincoln University
	$152.65 
	$300 
	No Air

	02/13 - 02/21/03
	Baltimore, MD
	Black Engineer of the Year Award Conference and Hampton University Spring Career Fair 2003
	$1,803.16 
	$2,500 / $350
	 

	02/13 - 02/18/03
	Baltimore, MD
	Black Engineer of the Year Award Conference (for Omar Gould)
	$350 
	N/A
	 

	03/19 - 03/23/03
	Long Beach, CA
	Conference for the National Society of Black Engineers
	$832.50 
	N/A
	 

	04/03 - 04/06/03
	Troy, NY
	National Conference of Black Physics Students
	$714.23 
	$450 
	No Air

	04/25/03
	New York, NY
	John Jay University Career Fair
	$83.78 
	N/A
	No Air

	05/02/03
	Brooklyn, NY 
	Medgar Evars Science Dept.
	$67.96 
	N/A
	No Air

	05/27 - 05/31/03
	Nashville, TN
	NACME / GEM Conference
	$620.14 
	$375 
	$346 

	07/13 - 07/18/03
	Orlando, FL
	Training for Certificate in Essentials of HR Management Seminar
	$1,156.54 
	$1,725 
	$243 

	09/08 - 09/10/03
	Greensboro, NC
	Career Awareness Fair
	$570 
	$495.45 
	 

	09/23 - 09/24/03
	Melville, NY
	Cornell University Long Island Workshops
	$671.25 
	N/A
	No Air


Staff Development Strategies

· An integrated HR training program that provides job-relevant, high-quality, and cost-effective training to all Laboratory employees is on-going.  In FY03 683 employees participated in HR training classes and 322 participated in the Tuition Assistance Program. Of these 21% who participated in the classes were minorities and 44% were women.  

· To satisfy the management training plan to ensure fairness and equitable treatment, all managers are required to attend the following three courses: EEO, AA and Diversity Management training; Sexual Harassment Training for Supervisors; and Intervention training.  In FY03 22 managers attended EEO, AA and Diversity Management Training, the number of attendees in the Intervention training was 35, and 42 managers participated in the Sexual Harassment Training for supervisors.

· The Career Development program has been expanded by adding lunch-time meetings and inviting a wider group to attend. The following memo will appear in the Bulletin.  Career Development Meetings are scheduled from 12:00 to 1:00 and are generally held on the third Thursday of the month. The informal sessions begin with networking over lunch, followed by a brief presentation with time for questions and discussion.  FY03 topics included "Can Performance Appraisals Help You Grow Your Career?" and "When Your Plans Become Derailed: Getting Back on Track."  Members are encouraged to share tips, bring questions, and suggest future topics.  Sixty three percent of the participants are women or minorities.

· The 360-degree leadership performance feedback survey has been administered to Level I, II and III Managers two times over 4 years since 1999. The program provides each manager with an “action Plan” to improve their leadership skills.  These action plans are suggestions for books to read, videos to watch, and courses to attend to strengthen the skills for which they received the lowest scores. While no survey was distributed this year, Staff Development has purchased copies of the books and videos that are the suggested readings and viewings in those 360 Action Plans for distribution.  Thirty percent of the participants are women or minorities.

· Staff Development continues to support pre-college and college courses to assist employees in completing their education. In FY03 two college level and a pre-college math course were provided to our employees.  The pre-college course was offered at no cost and prepared employees for both a business statistics college level course and for the technical math requirements for the Radiological Control Technician’s NRPT Certification.  Seventy-four percent of the participants are women or minorities.

· Staff Development continues the Succession Planning program with emphasis on identifying women and minorities as successors to key management positions.  Twenty-five percent of those named to the plan are women and eleven percent are minorities.

· The Tuition Assistance Program continues issuing tuition advances in an effort to support employees to who want to advance their education but are unable to lay out the funds at the start of courses. Over 95% of the requests for tuition assistance are for advances.  Of those who participated in the Tuition Assistance program, 29% were minorities and 48% were women. This is an increase of 9%, 7%, 4% and 2% respectively over FY02.

· The two-year Senior Facilities Office Assistant program continues as a career development track for bargaining unit employees.  Currently eight employers are in the program.  Eighty percent of the trainees are women or minorities.

· The three-year Radiation Control Technician Program continues as a career development training program for bargaining unit, lower-level technical and newly hired minorities and women.  Eight trainees remain in the program after two years of intensive technical training and practice in the field.  Seventy-five percent of the trainees are women and minorities.

Actions related to Compensation

Design and administer compensation and rewards programs that enhance performance and are equitable to employees. These programs have a comprehensive approach that will give every employee a goal to which to aspire.

Besides numerous compensation and reward programs and systems that are ongoing, such as the annual salary review, awards programs, and the posting of job openings with specific grade levels, the following actions were achieved in FY 2003:

· Created compensation section of HR&OM website to provide easier access to a broader range of information on compensation and rewards.

· Developed management grade criteria with the assistance of a team of 5 managers from a cross section of BNL.  Criteria are now in testing phase.  These will be used to provide more equitable assignment of jobs to management grades.

· Pursued approval of BNL’s compensation system by DOE.  This process has been ongoing since April 2002, starting with a self-assessment by BNL.  In 2003, DOE validated the self-assessment with information provided by BNL.  We have been informed that approved system status will be conferred in 2004. 

· Debriefed Laboratory managers and administrators on the results of the annual salary review with respect to pay for performance and equitable practices in pay and promotions.

Strengthen the perceived link between pay and performance.  Efforts will be expended to improve the overall effectiveness of focusing employee performance in line with Laboratory goals and evaluating that performance fairly and consistently. Compensation programs will be administered equitably for all ethnicities and genders.

· Instituted the requirement for a performance improvement plan for all employees who are assigned a performance level that indicates a need for improvement.  This ensures that employees are given proper feedback and direction for required improvement.

· Revised performance level structure from 4 to 5 levels to provide a more precise identification of employee success.

· Issued suggested performance distribution guidelines that each Laboratory Directorate should pursue to ensure that the most deserving employees are given the highest rating and that those who need improvement are given the proper feedback.

Community Outreach

The following is a list of programs that targeted a diverse regional population.  In addition, some of these programs featured activities that showcased the diversity within the Laboratory’s employee population: 

· The Laboratory’s community outreach programs included: 

Tours – facility/science tours of the Laboratory

· Brookhaven Semester Program for minority undergraduate college students

· SUNY Old Westbury tour for Dr. Calvin Butts

· Women in Science Career Days

· Louis Stokes Alliance CUNY

· AARP of East Hampton

· Huntington Retired Teachers Association

· Abilities, Inc.

· NYU Resource Network

· Peconic Landing Seniors

· Little Flower Home for Children

· English as a Second Language (employees/families)

Summer Sundays – open house program that runs from July through August

· Family Fun Day targeting surrounding communities, at-risk children and home schooled students; this day featured cultural programs that included many employee groups who performed music and dance routines from their native countries.

· Meet the BNL Family featured a diverse group of employees who shared with the public their special skills and knowledge of science and technology.

Volunteers in Partnership Program – supporting employees and their good works in the community

· Big Brothers and Big Sisters

· RESPONSE, Crisis Hotline

· English as a Second Language

· Riverhead Backpack Program for Homeless Kids

Envoys – a diverse group of employees serve as ambassadors to their external member organizations and the Lab’s internal departments- groups represented through this program include:

· Chinese American Scientists and Engineers Association 

· Suffolk County Chinese Community Association

· Bell AME Church

· Riverhead Backpack Program

Corporate Philanthropy – twenty-one Long Island organizations that center their efforts on a diverse population were supported through the Lab’s Corporate Philanthropy program.  These groups included:  

· Action Long Island

· Family and Children’s Association

· Federation of Organizations – Foster Grandparents

· First Baptist Church of Riverhead

· Friends of Suffolk Coalition PADD

· Girl Scouts of Suffolk

· Hauppauge Industrial Association

· Island Harvest

· Latin Long Island

· Business Development Council

· Science Center

· Literacy Volunteers of America

· Long Island Progressive Coalition

· Hispanic Heritage Month

· Suffolk Community Council – Celebrating Women in Leadership

· YMCA – Day Camp Scholarship Fund

United Way of Long Island is supported by contributions of employees and Brookhaven Science Associates.  

· The Laboratory raised a total of $119,000 from contributions of employees; from special events, including a 50-50 raffle, a yard sale, and a holiday auction; and a $10,000 contribution from Brookhaven Science Associates

Subcontract Program Achievements

· Subcontract Plan goal performance was as follows:








Goal


Actual

Small Business


  
  55%


58%   


Small Disadvantaged Business
    5%


  4%     


Women-Owned Small Business             5%


  8%     


Veteran-owned Small Business
   1.5%


  6%    

Service Disabled Veteran-Owned 



Small Business

    1.5%

  3%



HUBZone Small Business

    3%


  2%  


· Ran and participated in matchmaker fairs with the SBA (Federal Dollars and Sense), Long Island Development Corporation and DOD, and the MacArthur Business Alliance.

· Sponsored a matchmaker event at Brookhaven with the Hauppauge Industrial Association

· Gave talks on doing business with BNL and attended meetings of various small business trade organizations including the Hauppauge Industrial Association, the Suffolk County Women’s Business Enterprise Coalition, the Eastern Business Executives, the Hispanic Chamber of Commerce, and Black Women Enterprises.

· Interfaced with the NY Small Business Development Center on the BNL site.

· Interfaced with the Community Education, Government and Public Affairs directorate on outreach efforts.

· Prepared a matrix describing business certification programs to be used by the procurement staff.

· Sponsored a workshop for the procurement staff on the SBA’s small business programs.

· Presented a talk entitled “Why the BNL Small Business Program Is Important to Credit Card Holders” at credit card training.

· Improved record keeping for subcontracting plans and reporting in accordance with the Laboratory’s Subcontracting Plan.

Office of Intellectual Property and Sponsored Research (OIP)
When the Laboratory's Technology Transfer Program was included as a stand-alone section of the Laboratory's Diversity Plan several years ago, the impetus for making this decision was the large Office of Science Laboratory Technology Research Program (LTR).  At its height (around FY95), the Laboratory received over 8 million dollars of DOE funding under this program.  The DOE LTR Program encouraged us to undertake research collaborations with small businesses, especially women and minority owned businesses, and also encouraged us to provide technical services to such companies.  The DOE funding supported all of BNL's costs in participating in such projects with small businesses.  Over the last couple of years, the LTR Program has been reduced significantly by the Office of Science and, in fact, will be eliminated after FY04.  No new projects have been funded under this LTR Program since FY01.

 

The LTR Program was the only mechanism that the Office of Intellectual Property and Sponsored Research had available to develop a diversity program within its technology transfer activities.  With the demise of the LTR Program, it is my recommendation that the stand-alone technology transfer section of the Diversity Plan be deleted.  Further, in response to your December 2nd e-mail to Bill Hempfling on which I was copied, I have nothing to report with respect to outcomes or key results related to the Technology Transfer Diversity Plan.
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