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My time at IBM  

Success is a partnership 

and viewing all members 

of a team as colleagues 

can lead to greater 

success. 

My career at BNL  

Encouraging all people 

to stretch their job 

description and learn 

new skills can lead to a 

competitive edge. 

My Physics Class at 

SUNY 

The workforce of the 

future will be a very 

diverse one; if we want 

to be competitive, we 

need to learn how to be 

more inclusive. 
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Phys 311 Class Photo 
The future workforce 

will expect an inclusive 

environment. 

 

How do we attract, 

retain and advance this 

workforce? 

 

Sensitivity to 

differences transcends 

visible differences (e.g. 

religion, sexual 

orientation, disabilities). 

Workforce of the Future 
Why 

Inclusion & 

Diversity?  
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With Inclusion, Diversity will Follow  
Until we confront our biases (implicit and explicit) we will 

not have an inclusive workplace 

A growing body of literature 

makes clear that Under 

Represented Minorities (URM) 

and women researchers in 

      STEM face discrimination 

and micro-aggressions or 

microinequities within their 

departments in addition to 

structural and systemic biases. 

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

The challenge is 

to understand 

our biases and  

overcome them 

Why 

Inclusion & 

Diversity?  
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Implicit biases are reflected in our attitudes or stereotypes and affect 

us in an unconscious manner.  Implicit  biases lead to a non-inclusive 

environment. 

Implicit Bias and how it Affects our Workforce  Why 

Inclusion & 

Diversity?  
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Inclusion  is important to 

be  competitive  
 

COLLABORATIVE  teams SHINE 
 
Key to innovation is that ALL  

VOICES ARE HEARD  
 
Best ideas are not ALWAYS   

from the LOUDEST voices 
 
There are many reasons people 

are reluctant to share ideas: fear  
of  mocking,  retaliation  or being 

drowned out  

Diversity  is important for 

innovation  
 

DIVERSE backgrounds bring 

DIFFERENT VIEWS  
 
DIVERSITY brings credibility for  
future growth  
 
FUTURE workforce EXPECTS a 

diverse workplace 

Team Science is Key to our Strategy:  
An Inclusive and Diverse Culture is Essential   

Why 

Inclusion & 

Diversity?  
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The Problem is Real: Recent Headlines  

http://www.prweb.com/releases/2018/02/prweb15231600.htm    San Francisco (PRWEB) March 14, 2018) 

The problem is felt in all sectors of our society 

Why 

Inclusion & 

Diversity?  
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How are WE doing in the EPS Directorate?  

Great  in terms of 

representation from around 

the globe 

Poorly in Terms of Diversity  

Women and Under Represented Minorities  

Why 

Inclusion & 

Diversity? 
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Percentage of Women 
Who Earned Doctorates 

(The Pool) 

2015 2016 

Condensed 

Matter Physics 

17% 13% 

Materials 

Science & 

Engineering 

25% 27% 

Computer & 

Information 

Sciences 

21% 20% 

Chemistry 

(overall) 

40% 37% 

Physical 

Chemistry 

39% 33% 

Men Women TOTAL W/T 

CMPMS Scientific Staff 22 1 23 4 % 

Joint Appts 3 0 3 0 % 

Postdocs 16 1 17 6 % 

CFN Scientific Staff 16 1 17 6 % 

Joint Appts 1 0 1 0 % 

Postdocs 10 4 14 29 % 

Professional (P-X) 7 2 9 22 % 

CHEM Scientific Staff 20 4 24 17 % 

Joint Appts 5 0 5 0 % 

Postdocs 6 2 8 25 % 

SET Scientific Staff 5 1 6 17 %  

Postdocs 1 0 1 0 % 

Professional (P-X) 5 2 7 29 % 

NSLSII Scientific Staff 68 9 77 12% 

Joint Appts 3 2 5 40% 

Postdocs 4 4 8 50% 

Professional 69 4 73 5% 

Statistics on Current Workforce 
Our hires do not 

always reflect the 

available pool 

Why 

Inclusion & 

Diversity? 
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Men Women TOTAL W/T Cauc URM Asian URM/T 

Management (M) 20 3 23 13 % 19 1 3 4% 

Scientist (S1 -S5) 131 17 148 11 % 86 6 56 4% 

Joint Appts 10 3 13 23% 10 0 3 0% 

Postdocs 39 10 49 21 % 10 6 33 12% 

Professional 90 8 98 8 % 67 7 24 7% 

Controls 30 4 34 13 % 17 1 16 3% 

Technician 101 3 104 3 % 88 11 2 11% 

Admin 0 30 30 100% 21 9 0 30% 

Total 421 78 499 13 % 318 39 139 8% 

URM = black/hispanic/native american 
Small discrepancy accounts for cases where ethnicity is not provided  

Demographics of Directorate Population by Women and URM 

Statistics on Current Workforce 
Why 

Inclusion & 

Diversity? 
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Diversity Traits are not always Visible 

Statistical Studies DO NOT Show the Whole Picture 
Why 

Inclusion & 

Diversity? 

  
 
Directorate 

Status 

 

 
 
Models 

 

 

 

Best 

Practices 

  

 
 
Our Plan 
 
 
 
The future 

of EPS 



Successful  MODEL  

IBM Recognized Early on the Need for an Inclusive and Diverse Workforce 

Why 

Inclusion & 

Diversity? 
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