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Introduction
This strategic implementation plan outlines Headquarters’ priorities for diversity and inclusion over the next 4 years and provides 
specific objectives, timeframes, and metrics. This plan is intended to serve as a living document that will evolve to reflect chang-
ing circumstances and keep Headquarters on track toward achieving a fully inclusive, respectful, and innovative workplace.

Business Case for Organizational Diversity

The U.S. Census Bureau projects that in 2042, our Nation will no longer be characterized by a single demographic majority. 
Foreign-born people and people of color will constitute the majority of new entrants to our labor force. Currently, minorities 
compose approximately 28 percent of our workforce and women 48 percent. At NASA Headquarters, minorities compose 35 
percent of our workforce and women 49 percent.

In the decades following the passage of the Civil Rights Act of 1964, the field of Equal Employment Opportunity (EEO) has 
evolved from one that is reactive in nature to the more proactive, business-driven framework of diversity management. Organi-
zations realized that to remain viable in the global economy, it was not enough to recruit a diverse workforce. Instead, organiza-
tions learned the value of inclusion and its effects on creating a competitive advantage by leveraging the diverse perspectives, 
talents, and creativity of its workforce.

Here at NASA Headquarters, our business case for diversity and inclusion is straightforward and fully aligned with NASA’s stra-
tegic mission and organizational values. Staying competitive in today’s global marketplace and economy requires a culture and 
work environment in which employees with varying perspectives, education levels, skills, life experiences, and backgrounds work 
together to achieve individual and organizational excellence. 

A diverse and inclusive work environment assists NASA in meeting its goal of devising creative and innovative solutions that 
drive advances in science, technology, and exploration to enhance knowledge, education, innovation, economic vitality, and 
stewardship of Earth. If we attract the best talent and promote an inclusive environment where existing talent can be utilized to 
its greatest potential, then NASA’s creativity and innovation can truly benefit all humankind.

Development of This Plan

In March 2012, the Office of Diversity and Equal Opportunity (ODEO) developed and implemented an Agency-wide strategic
plan for diversity and inclusion. The plan is centered on six guiding principles:

 

1. Demonstrated Leadership Commitment
2. Employee Engagement and Effective Communication
3. Continuous D&I Education, Awareness, and Skills Development
4. Demonstrated Commitment to Community Partnerships
5. Shared Accountability and Responsibility for Diversity and Inclusion
6. Measurements or Metrics

ODEO charged each NASA Center and Headquarters to adopt these principles and devise priorities and strategies for putting 
them into practice. In September 2012, NASA Headquarters formed a Diversity and Inclusion Strategic Workgroup (DISW) to 
work on this plan. The group was charged with developing goals, strategies, and actions for each of the six principles.

The Director of the Equal Opportunity and Diversity Management Division heads the DISW. The remaining members broadly 
represent the Headquarters workforce and senior management in both programs and institutions.
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Principle 1: Demonstrated Leadership Commitment
Goal: Headquarters makes D&I a matter of policy and demonstrates a commitment at the highest levels of the organization.

Senior Leadership 
Openly Conveys 

Support 
for D&I

(Ongoing)

Demonstrated 
Leadership 

Commitment

Senior Leadership

     Headquarters/

Links D&I toAgencMission 
Success 

y 
(Ongoing)

Senior Leadership 
Communicates 

That 
D&I Is 

a Priority 
at Headquarters

(Ongoing)

Measurable Objectives

• Include D&I language in any Headquarters-generated strategic goals, plans, and initiatives.
Include D&I on the agenda and engage in D&I discussions when senior leaders gather for strategic meetings or training.
Attend D&I training and Headquarters D&I programs.

• 
• 
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Principle 2: Employee Engagement and Effective Communication
Goal: Headquarters builds an inclusive, collaborative, open, and innovative work environment that enhances 

employees’ work life. 

Identify and 
Eliminate 
Barriers 
to EEO 

(Ongoing)

Foster Employee 
Engagement 
and Effective 

Communication

T
Atmosphere of 

Create an 
Respect 

olerance and 
(Ongoing)

Encourage All 
Employees To 

Share 
Ideas 
and 

Viewpoints
(Ongoing) 

Measurable Objectives

• Increase the number of employees who participate in D&I and employee viewpoint surveys.
Analyze data for changes in D&I climate and/or employee viewpoints.
Create a forum for employees to share D&I-related viewpoints.
Identify and eliminate barriers to EEO in accordance with Equal Employment Opportunity Commission (EEOC)            
Management Directive 715.

• 
• 
•                     
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Principle 3: Continuous D&I Education, Awareness, and 
     Skills Development
Goal 3: Headquarters maintains a continuous program to ensure that all employees understand the importance of adhering  

to D&I principles and have the skills needed to do so. 

Timeframes for Completion of Phases

FY 2015 and 

Phase IVThen Ongoing 

:

A

Continuous D&I 
Education,wareness,

 
and Skills 

Development 

 

Phase I: FY 2013 and Then Ongoing

: 

FY 2013–15 and Phase II

Then Ongoing  

Phase III:
 FY 2014 

and Then Ongoing
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Principle 3: Continuous D&I Education, Awareness, and 
     Skills Development

Measurable Objectives

• 
• 
• 

• 
• 
• 
• 

• 
• 
• 
 

• 
• 
• 
 

Phase I
Heighten D&I 
Awareness 

Heighten D&I Awareness

Develop and launch a Headquarters D&I Web site and other social media
Develop D&I posters, banners, videos, and brochures
Provide an annual D&I recognition honor award

Phase II
Headquarters D&I 

Training

Increase D&I Competencies for Managers, Supervisors, 
and Employees

Develop and deliver training to all Headquarters managers and supervisors
Develop and deliver training to other Headquarters employees
Ensure that training is strongly encouraged by leadership for all employees
Track and solicit feedback annually about training process

Phase III
Mentoring: 

Developmental 
Programs

Close Employee Skill Gaps and Strengthen Competencies

Assess the needs of employees and identify skill gaps
Develop enhanced programs that meet the needs of Headquarters employees
Develop programs to mentor, develop, and train employees from lower grades   
and underrepresented employees for growth and advancement opportunities

Phase IV
Recruitment 

Efforts

Engage and Effectively Recruit Minority Populations

Develop recruitment strategies that foster/promote diversity
Ensure that interviewing/hiring panels are diverse
Look for creative ways to advertise and inform diverse populations   
of vacancies
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Principle 4: Demonstrated Commitment to Community Partnerships
Goal 4: Headquarters actively partners and builds constructive relationships with schools, community-based organizations,  
 small businesses, and professional associations to expand outreach to diverse communities.

Timeframes for Completion of Phases

 

and Then Ongoing 

Phase IV: FY 2016 

Demonstrated 
P

Commitment to 
Community artnerships

Phase I: FY 2013and Then Ongoing

Phase II: FY 2013

and Then Ongoing  

 

Phase III:
 FY 201

and Then Ongoing
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Principle 4: Demonstrated Commitment to Community Partnerships

Measurable Objectives

Phase I
Adopt a 
School 

Engage and Inform Minority Populations About 
NASA’s Mission

• Adopt at least one school within walking distance of NASA Headquarters  
(preferably an elementary and a middle school)
Select a school with a high percentage of underrepresented/  
underserved students
Present NASA’s best education modules to students
Engage school administrators and faculty regarding ways to support student  
interest in and exposure to science, technology, engineering, and    
mathematics (STEM)

 
• 
 
• 
• 
 
 

Phase II
Recruit and Train 

Volunteers

Provide Diversity-Enriching Opportunities for Employees

• Provide guidance to supervisors and solicit their support
Recruit and train employees to serve as participants in outreach efforts
Provide toolkits and supplies to employees 
Recognize and reward employees who participate 

• 
• 
• 

Phase III
Publicize Outreach  

Efforts

Inform Public of NASA Headquarters’ Outreach Efforts to 
Diverse Populations

• Publicize NASA’s outreach efforts
Schedule public appearances and develop public service announcements,  
brochures, and/or videos aimed at highlighting Headquarters’ outreach efforts

• 
 

Phase IV
STEM Outreach to 

Diverse Groups

Collaborate with Other Agencies and Community Groups

• Partner with the Department of Education, the National Science Foundation,  
the Smithsonian Institution, and other organizations to develop STEM  
educational programs and support activities aimed at developing the next  
generation of scientists and engineers
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Principle 5: Shared Accountability and Responsibility for D&I
Goal 5: Organizational objectives on diversity and inclusion are reflected in criteria for evaluating performance. There is an  

expectation, communicated at the highest levels, that diversity and inclusion are shared responsibilities among all  
managers and employees.

 
 

Timeframes for Completion of Phases
Evaluate SES/ST/SL 
on Their Contributions  
Supporting D&I 
(Ongoing)

Shared 
Accountability 

and 
Responsibility 

for D&I

Share D&I Goals/
Objectives with 
All Employees
(2013 and 
Then Ongoing)

Evaluate Non-SES 
Supervisors on 

Their
Contributions 

Supporting D&I 
(Ongoing)

 

Measurable Objectives

• Review and evaluate a sampling of Senior Executive Service (SES) and Employee Performance Communication System  
(EPCS) performance appraisals.
Provide managers and employees with “tools for success” so that they may meet D&I goals.

 
• 
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Principle 6: Measurements or Metrics

Overall Plan Measurable Objectives

Level 1
Awareness

Awareness

• Increase participation in D&I training, events, surveys, and open  
discussion forums
Create a baseline level of participation in the Headquarters   
adopt-a-school program

 
 
•  
 

• Gauge supervisory and nonsupervisory employee participation
Note: Easy to measure/superficial evaluation of effectiveness• 

Level 2
Behaviors

Behaviors

• Assess employee mindset:
• Analyze results of surveys, comments, and informal polling to ascertain  

whether employees understand and embrace the value of D&I
Note: Difficult to measure/substantive evaluation of effectiveness

  
• 

Level 3
Mission Impact

Mission Impact

• Measure and track workforce demographics: Are we attracting, developing,  
and retaining more diverse talent?
Measure and track the effectiveness of our outreach efforts: How are                              
employees enriched? What is the effect of efforts on school and community?
Measure and track the number of informal and formal complaints: Have  
they decreased?
Measure and track whether D&I is embedded in Headquarters’ strategic  
plans: Is it included in strategic initiatives? Do managers openly discuss D&I  
with peers and subordinates? Do managers and supervisors discuss D&I as  
a priority in meetings, forums, and training sessions? 
Note: Easy to measure/not always easy to ascertain linkage to D&I mindset  
and D&I efforts, and hence effectiveness

 
• 
 
• 
 
• 
 
 
 
• 
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