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Foreword
In 2017, the American Association for the Advancement 

of Science (AAAS) launched the SEA (STEMM Equity 

Achievement) Change initiative to advance institutional 

transformation in support of diversity, equity, and 

inclusion, especially in colleges and universities. 

Inspired by the UK’s Athena Swan charter, SEA Change 

builds organizational capacity to catalyze and sustain 

institutional transformation and mechanism for 

accountability and public recognition of institutional 

efforts and achievements.  While still young, the SEA 

Change initiative its more than 25 member institutions, 

and its growing network of partners are already 

changing the landscape of with Science, Technology, 

Engineering, Mathematics, and Medicine (STEMM) 

talent development in America.

Foundational to SEA Change’s comprehensive process 

is an institutional self-assessment and set of criteria 

that enable postsecondary organizations to understand 

the systems, processes, and policies that inherently 

enable or hamper access and success of individuals’ 

access and success within their academic journeys. 

With this resource, AAAS seeks to expand the sphere of 

change and empower STEMM professional societies to 

understand and maximize their organizations’ ability to 

create an equitable and inclusive STEMM enterprise for 

the benefit of all.  

STEMM societies play a crucial role in establishing 

disciplinary standards, the promulgation of norms 

and values, and the cultivation of inclusive cultures 

through their career-enabling and talent development 

functions, reward structures, and their conference of 

honors. Many STEMM societies define what exemplary 

leadership looks like and often who exemplary leaders 

within a field are. Many serve to facilitate the evaluation 

and dissemination of research through publications. 

And all are stewards of community, and thereby culture, 

within their membership.

With these roles and responsibilities in mind, we 

partnered with five additional STEMM societies to 

adapt the SEA Change self-assessment and criteria to 

support organizations, ourselves included, in becoming 

more inclusive, equitable, and diverse and, thereby, 

reaching our collective goals. Specifically, this self-

assessment was designed to support DEI across the 

STEMM enterprise by:

• Giving professional societies a process for reviewing 

their practices, policies, and programs and 

determining which of them promote—or perhaps 

limit—the progress of scholars of underrepresented 

racial, gender, and other social identities;  

• Showing them how to create action plans that flow 

from their self-assessment findings; 

• Encouraging collaborations across professional 

societies to facilitate DEI within the U.S. workforce.

I invite my colleagues across the tapesry of STEMM 

societies and associations to join with us in our 

endeavor to enrich the ecosystem by leveraging the 

U.S.’s full talent and opportunities. We look forward to 

learning and evolving alongside you!

Dr. Travis T. York

Director of Inclusive  
STEMM Ecosystems  
for Equity & Diversity (ISEED)

American Association for the 
Advancement of Science

aaas.org          1
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Development of the 
STEMM Societies  
Self-Assessment
AAAS appreciates contributions from the many people 
and organizations involved in developing this self-
assessment. In particular, AAAS would like to thank 
the Alfred P. Sloan Foundation for funding the self-
assessment’s creation. 

Over the course of one year, AAAS collaborated with 
STEMM societies and DEI experts who were members 
of the DEI self-assessment advisory committee. In 
addition, external consultants provided guidance for 
tailoring the SEA Change self-assessment to STEMM 
societies. The process involved four committee 
meetings in which advisory committee members 
reviewed self-assessment drafts and provided 
feedback. The first three meetings occurred before 
the pilot self-assessment was finished, with the final 
meeting held afterward. The external consultants 
provided written and oral feedback on draft versions of 
the self-assessment.

When the self-assessement was completed, AAAS 
launched a competitive proposal process to identify 
four STEMM societies to pilot-test it. The American 
Geophysical Union, the American Association of 
Physics Teachers, the Ecological Society of America, 
and the Society of Women Engineers were each 
awarded $10,000 to pilot-test the self-assessment 
for quality and usability. Due to time constraints, 
each society was asked to focus on its structure, 
goals, membership, governance, plus three of the six 
categories of constituent support or field building 
activities. To support timely feedback, representatives 
from the participating societies served on the 
advisory committee, shared experiences on the self-
assessment, and recommended supporting materials 
that should be developed. 

The advisory committee’s input, along with results 
from the pilot testing, contributed to creating a 
set of resources to help societies complete the 
self-assessment process. The resources include: 
sensemaking guidance (see Appendix D), an action 
planning template (see Appendix E), and guides for 
implementing the self-assessment (Appendix F).

AAAS is grateful for advice from the STEM Societies 
DEI Self-Assessment advisory committee.  AAAS also 
thanks staff members of the American Geophysical 
Union, American Association of Physics Teachers, 
Ecological Society of America, and Society of Women 
Engineers for piloting the self-assessment. The 
societies’ time and dedication were crucial for creating 
a self-assessment that a wide range of organizations 
can use.  Finally, thank you to Drs. Kecia Thomas, 
Howard Gobstein, and Abbe Herzig for lending their 
expertise to creating the self-assessment. 
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STEMM Professional 
Societies Self-
Assessment for 
Diversity, Equity, & 
Inclusion: Guidance 
and Criteria

  Overview  
AAAS designed the Science, Technology, Engineering, 
Mathematics, and Medicine (STEMM) Professional 
Societies Self-Assessment for Diversity, Equity, and 
Inclusion (DEI) to help organizations support DEI 
within their fields or target populations. The self-
assessment helps societies holistically investigate 
policies, practices, procedures, programs, and 
traditions that affect their ability to reach specific DEI 
goals. To successfully complete the self-assessment, 
societies must gather quantitative and qualitative 
evidence about the services and activities they offer 
their members and the broader community, along 
with evidence about their organizations’ structures—
including staff, governance, membership, and the 
traditions that guide them. 

Societies should use this data to identify goals and 
opportunities, create an action plan, and then track 
their progress in implementing those goals. The 
self-assessment provides a framework that can help 
societies move toward their long-term goals. 

STEMM societies vary greatly with respect to size, 
structure, budget, focus, and their role within the 
disciplines they serve. For example, some societies 
operate both in the U.S. and internationally; some have 
hundreds of paid staff, while others are managed by 
a small cadre of volunteers; and some target specific 
disciplines, while others focus on underrepresented 
groups. AAAS created the self-assessment with 
U.S. DEI goals in mind and designed it to serve all 
STEMM societies. It includes a description of the 
self-assessment process, specific guidance for 
implementing changes that support DEI, data collection 
tools, and suggestions to help societies modify the self-
assessment to fit their unique circumstances. 

The self-assessment can help STEMM professional 
societies articulate and learn more about DEI outcomes 
within their organization. Societies that engage in 
the self-assessment process should gain a better 
understanding of existing inequities through analysis of 
quantitative and qualitative evidence, reflection on root 
causes of inequities, and the design of a specific set of 
actions designed to address those inequities. 

The guidance document describes the steps needed 
to prepare for the self-assessment, the iterative self-
assessment cycle, the data that should be analyzed, 
and the process for creating an action plan. STEMM 
professional society leaders and staff should use 
this guidance document to create a strategy for self-
assessment that aligns with their specific context and 
goals. Key terms used in the guidance document are 
defined in Appendix A.

Just as we envision the self-assessment and change 
process to be iterative, we also expect that this 
guidance will continually evolve based on lessons 
gained from the changing DEI landscape.  
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Those who helped to develop the self-assessment 
shared a vision, a long-range goal, and objectives  
for its impact. 

Vision
That all STEMM professional societies stimulate 
systemic change by advancing DEI scholarship and 
workforce within the fields and among the stakeholders 
they serve. 

Long-Range Goal
That professional societies create and enact specific 
action plans to improve DEI in their disciplines to 
benefit the communities they represent and to create 
more just and equitable organizations.

Objectives 
• To guide professional societies as they conduct 

evidence-based reviews of practices, policies, 
programs, and traditions pertaining to their 
membership-based activities and governance;   

• To provide a framework enabling professional 
societies to articulate their long-term DEI goals; 

• To support professional societies in creating and 
enacting specific, measurable, achievable, relevant, 
and time-bound (SMART) action plans that move 
them toward their DEI goals; 

• To cultivate collaborations allowing professional 
societies interested in the self-assessment process 
to collectively achieve diverse, equitable, and 
inclusive participation within the U.S. STEMM 
workforce. 

  The Process  
The self-assessment offers a framework for helping a 
society collect and evaluate qualitative and quantitative 
evidence about policies affecting DEI outcomes. For the 
self-assessment process to succeed, societies must 
take a top-down, bottom-up, and middle-out approach.

Buy-in from senior leadership is essential. While senior-
leadership structures differ across societies, it often 
includes the President/Executive Director, C-suite 
positions, Board members, and a DEI committee 
chair. Senior leaders must allocate staff time and 
financial resources to the self-assessment process and 
communicate the importance of the self-assessment 
internally and externally. Senior leaders can remove 
institutional barriers; therefore, getting senior 
leadership buy-in early in the self-assessment process 
increases the likelihood of attaining DEI goals. 

Similarly, staff and volunteers who manage a society’s 
work (especially areas of work related to career-
enhancing functions for members) should also be 
engaged from the start.  Those individuals will need 
to gain society-wide engagement with the self-
assessment and will be crucial for implementing future 
action plans and strategies to improve DEI. If the staff 
and volunteers do not buy-in to the self-assessment—
if they do not feel they are being heard—they may 
inadvertently miss opportunities to change or – worse 
- find ways to circumvent strategies for improving DEI 
rather than support them. 

Finally, middle managers must also engage in the 
self-assessment to ensure that processes are well 
understood. These leaders are important for building 
alignment across functions and providing consistent 
information to the society’s senior leadership. In 

VISION,  
LONG-RANGE GOALS,  
AND OBJECTIVES

http://www.aaas.org/
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addition, they will be charged with making sure 
that strategies outlined in the strategic plan are 
operationalized in the society’s DEI work.  

Societies begin their self-assessments by identifying a 
team representing a broad range of stakeholders. This 
team gathers quantitative and qualitative evidence 
related to six domains of the society’s work:1 

• Education, professional development,
and certification 

• Convenings

• Honors, awards, and fellowships: 

• Community building, networking, mentoring

• Publishing

• Communication, advocacy, policy, and 
government affairs

For each domain, the team will collect and analyze 
evidence related to demographics (gender, race, 
ethnicity, and other identities, as well as their 
intersections), career level, goals, policies, and 
practices. The team will also collect information about 
the overall society, stakeholder groups it serves, 
programs and activities it manages, and its leadership 
and governance. A data template is provided as a guide 
for gathering and analyzing this evidence. 

Analysis of this data will guide the team, along with 
senior management, as it identifies gaps and concerns 
and sets goals for future development. The team 
will describe what they’ve learned about the society 
in a narrative and provide a specific, measurable, 
achievable, relevant, and time-bound (SMART) action 
plan to a peer review process. 

A first-time self-assessment and action planning will likely take more than a year to complete. The following 
timeline is likely the very minimum amount of time needed for the work of the self-assessment team:

Month 1 Form the self-assessment team and confer with legal counsel

Month 2
Determine specifics that the self-assessment team should explore to arrive at issues and  
barriers to equity & inclusion 

Month 3 Begin reviewing data and policy; all individuals with access to data should start meeting regularly

Month 7 Finish collecting raw quantitative and qualitative data

Month 9 Complete data analysis and decide how to vet findings

Month 11 Finish the draft SMART action plan, engage key groups in reviewing the data analysis 

Month 12
Update the analysis of self-assessment data based on input from key groups;  
create the action plan and share it with stakeholders

Month 13 Review and incorporate input from key stakeholders

Month 14 Finalize self-assessment results and action plan

Month 15 Receive action-plan approval from governing board

Month 16 Implement the action plan

1Societies will complete only those domains relevant to their work.
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As shown in the Figure 1, the self-assessment cycle is iterative in nature. To build awareness we 

collect evidence, analyze the evidence for sense-making, identify high-priority actions, track and 
reflect on progress toward each goal, and continually refine DEI goals. This process will help your 

society articulate and refine its DEI goals while it collects and analyzes evidence to create action 

plans to achieve these goals.

The following sections of this document provide more detail about the stages in the change cycle. 

FIGURE 1: SYSTEMIC CHANGE CYCLE

REFLECTION
Implementation, 

Evaluation & Iteration

UNDERSTANDIN
Making meaning,

getting buy-in 

AWARENESS
Self-assessment

ACTION
Action Planning

STEMM Professional 
Society’s DEI Goals

G

ITERATIVE
PROCESS

http://www.aaas.org/
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  The Self-Assessment Team  
Choosing the right people for the self-assessment 
team is critical. Some societies have staff members or 
volunteers who have participated in prior assessments 
or internal or external audits, are known to work 
collaboratively, and could bring important insights to 
the self-assessment team. You should also consider 
inviting legal counsel, an HR representative, or 
someone on the institutional review board who could 
advise the self-assessment team.

Your organization’s initial team might include people 
dedicated to breaking down barriers for people of 
color, native people, persons with disabilities, White 
women, LGBTQIA+ people, or gender non-conforming 
individuals, and people from other marginalized 
groups. The team’s make-up should be broad, with 
members chosen with an eye to being effective in your 
professional context. Consider including: 

• Senior leaders 

• Members of governance

• Program leaders 

• Human resource staff

• Membership staff

• Meeting staff

• Editorial staff

• General counsel 

• Staff involved with diversity & inclusion efforts

• Organizational data experts

• Members

Candidates should not be identified solely through a 
peer nomination process. People should be allowed 
nominate themselves in view of the bias that can result 
from peer nominations. 

Ideally, your team should represent people of all 
marginalized identities, particularly based on racial, 
ethnic, gender, disability, or other social identities. 
However, avoid the historical habit of asking people 
of minority identities to do most of this work. 

Instead, distribute the workload as equitably as 
possible across members of the team. Make sure that 
a few people do not end up doing most of the work, 
unless the work has been assigned to them or they’re 
being appropriately compensated. 
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  The Self-Assessment  
Societies should begin their self-assessments by 
collecting and analyzing evidence across aspects, 
or domains, of their organization pertaining to its: 
demographics, career level, goals, policies, practices, 
member demographics, governance, and externally 
facing services or activities. The domains listed 
below and included in the data entry template 
should be used as a guide for gathering and analyzing 
information. This template includes tables for the 
society’s background information, stakeholder groups 
served by the society, programs and activities managed 
by the society, and the society’s leadership and 
governance. 

PROFESSIONAL SOCIETY  
BACKGROUND INFORMATION

You’ll need to collect information on your society’s 
structure, history, and goals. This information will 
provide a good foundation for your self-assessment and 
action planning and help you identify society domains 
that contribute to, or perhaps impede, efforts to reach 
your DEI goals. Aspects to consider include:

• Year established

• Mission

• Budget 

• Reasons/goals for engaging in self-assessment

• Representation goals (equity in relevant fields, 
diversity of members in your society vs.  the general 
population and vs. relevant fields)

• Traditions and beliefs

BASELINE DATA BY DISCIPLINE  
OR BY POPULATION SERVED

Information gathered on the disciplines or populations 
served by your organization will help you assess 
whether your society’s membership adequately 
represents the groups you target, e.g., whether the 
membership of the American Mathematical Society 
reflects the makeup of the country’s mathematicians. 
You would include such baseline data in your self-
assessment template. 

Appendix B includes sample data and data sources 
to help guide you in this analysis.  If disaggregated 
data on a target population doesn’t exist, try using 
the smallest grouping of data that contains the target 
population. For example, if there is no data on Latinx 
people in a particular field, perhaps there is data on 
underrepresented-minority data that combines Black, 
Latinx, and Indigenous people.  Alternatively, you might 
consider examining disaggregated data in closely 
related fields. 

As needed, report on demographics within the 
discipline (e.g., race, gender, women of color, 
other), demographic composition within the field, 
and demographics of membership. Appendix B 
lists potential sources of such data; make sure you 
understand the meaning and limitations of each 
dataset.

PROFESSIONAL SOCIETY GOVERNANCE

The following domains influence how DEI is perceived, 
discussed, prioritized, and addressed within a 
professional society:

• Organizational structure 

• Staff demographics

• Leadership and governance demographics

• Internal and organizational DEI polices, practices, 
statements, and stated values

• The society’s culture/climate

EXTERNALLY FOCUSED  
PROGRAMS AND ACTIVITIES 

Collect Information related to your society’s DEI-
focused programs and activities. In addition to 
acquiring data on who is served, societies should 
collect information on goals, practices, and policies 
related to those services and activities. The data 
template should include relevant quantitative and 
qualitative information for each service and activity. 

Outlined below is a list of domains, programs, and 
activities included in the spreadsheet. The bulleted 
list of programs and activities under each of the six 
domains are examples; feel free to report on other 

https://www.aaas.org/programs/STEM-Professional-Societies-Self-Assessment/Resources
http://www.aaas.org/
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programs or activities or to group your activities 
differently. What programs and activities to collect data 
on, and how to catalog that data, are just two of the 
many decisions your self-assessment team must make 
based on your society’s unique features. 

Provide information only on domains relevant to your 
society. If, for example, your society doesn’t issue 
digital or paper publications, you can ignore the 
publishing domain. Filling out the spreadsheet will 
reveal the areas where you need more information 
and provide insights into general diversity trends and 
factors that support or hinder DEI in each domain.

A. Education, professional development, and 
certification: Programs intended to: support K-12 
through graduate school-aged learners, promote 
success in STEMM (in both formal and informal 
learning environments), expand the capacity of 
educators and STEMM professionals, or to provide 
certifications of skills and knowledge. 

• Curriculum and curricular support materials

• K-12, bridge, undergraduate, and graduate student 
programs

• Research capacity/leadership training/other 
trainings for STEMM professionals

• K-12 educator and faculty professional development

• TA training and professional development

• Certification programs

B. Convenings: National, regional, topical, or 
networking events hosted by the society

• Member meetings

• Networking 

• DEI events

C. Honors, awards, and fellowships: Recognition of 
exceptional work within the discipline served by the 
society 

• Honors

• Awards/prizes

• Fellowships 

D. Community building, networking, mentoring: 
Efforts to create connections among society 
members and the broader community it serves.

• Online communities

• Mentoring programs

• Coaching

E. Publishing: Digital or paper publications managed 
by the society.  

• Journals

• Text and scholarly books

• Magazines and membership publications 

F. Communication, advocacy, policy, and 
government affairs: Efforts to speak to the general 
public or specific audiences, such as policymakers. 

• Social media/marketing/campaigns

• Visits with legislators/hearings/briefings

• Policy articles/opinion pieces/editorials

• Advocacy campaigns 

  Awareness  
The self-assessment team will examine qualitative and 
quantitative data by following the framework outlined 
in the data tables. Teams are also encouraged to 
extend their vision beyond that framework. As teams 
collect data, they will document information gaps, 
discrepancies and biases, and other problem areas that 
may form the basis for parts of the action plan. 

Self-assessment is not purely a numbers game: 
numbers are useful, but they can’t fully describe or 
address the nature or extent of barriers to a society’s 
support for DEI. When evaluating DEI, teams should 
investigate what society members have experienced 
and not simply tally up how many people belong to 
different groups. 
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EVIDENCE

Evidence can be defined as a collection of facts that 
support a claim. Common types of evidence are (1) 
quantitative data, which includes numbers, graphs, 
statistics, and other metrics, and (2) qualitative data, 
which includes documents, policies, observations, 
interviews, photographs, biographies, etc., that help 
describe how various influences affect a professional 
society and its members.

For example, a society might collect quantitative 
data on recipients of a particular award to see if a 
disproportionate number of recipients are white. A 
deeper dive into the numbers can reveal whether fewer 
people of color are nominated or whether fewer of them 
are selected. Yet such numbers, while useful, can’t tell 
you why those numbers are what they are. 

Is it because scholars of color disproportionately have 
more limited access to research resources to support 
their nominations? Is it because award criteria fail to 
encompass certain types of professional contributions? 
Is it because people on selection committees have 
implicit biases? Are there biases in selecting members 
of the awards selection committee? Answers to those 
questions might require qualitative data.

You might gain important insights by interviewing 
award nominees, members of the selection-
committee, or scholars of color who were overlooked 
for awards. Or you might identify and interview 
members of communities within a profession, such as 
African American Women in Physics or members of 
Indigenous Mathematicians. A careful review of policies 
surrounding award nominations and selections might 
also be valuable.

Furthermore, analysis of qualitative data might suggest 
important questions to investigate through quantitative 
data, or vice versa. 

You’ll need both quantitative and qualitative data to 
completely understand DEI outcomes in your society. 

USE WHAT YOU HAVE, IDENTIFY  
WHAT YOU DON’T

You don’t need to start from scratch. Instead, you can 
take advantage of information already available to you. 

Start with an inventory of existing information by 
contacting program staff, membership staff, human 
resources, and other sources. Find out who in your 
association is working on DEI initiatives. Mapping 
where DEI work is already underway offers an overview, 
creates opportunities for those outside the assessment 
team to see where their work fits in, and provides a 
starting point for actions to come. For example, if your 
society collects data for use in an annual report, from 
member surveys, or while preparing reports for funders 
or advisory boards, you can use those data in the self-
assessment.2 And if important data are missing from 
those reports, your inventory might spur the creation of 
those datasets for more general use. 

DISAGGREGATING DATA

Disaggregating data means reporting data in smaller, 
more detailed subcategories. Professional society 
self-assessments should include data that have been 
disaggregated by gender, race, ethnicity, and any other 
categories that may be relevant to your membership 
(e.g., disability status, sexual identity). 

In developing your action plan, try whenever possible to 
collect and evaluate disaggregated data pertaining to 
these personal identities.3 Disaggregation should also 
reflect how those elements intersect. Intersectionality 
is the idea that a person or group of people are often 
disadvantaged by multiple factors (race, class, religion, 
gender identity, etc.) that are not additive but instead 
intersect in ways that amplify the barriers represented 
by each category separately. 

2Check to ensure you aren’t disclosing information that is restricted by a non-disclosure or other agreement
3When disaggregating data, some cell sizes can get small enough that anonymity can no longer be maintained.  
In those cases, self-assessment teams need to consider privacy and anonymity carefully when constructing their report.

http://www.aaas.org/
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The intersection of race and gender is especially 
important to address. Women of Color face unique 
issues in STEMM that are not captured by looking at 
race or gender alone.

If important data aren’t available, explain why and 
propose a way to collect that information. For example, 
you may note in your narrative or action plan that “we 
do not have access to these data” or “we do not have a 
policy in place to obtain this data”. Also state why the 
missing information is important and how you would 
use it—to evaluate barriers to promotion, for example. 
If the missing data is needed to make evidence-based 
decisions, you should propose a SMART4 action for 
obtaining it.

PRIVACY AND PROTECTION

When disaggregating data, some cell sizes become so 
small that anonymity can no longer be maintained.5 In 
those cases, self-assessment teams should consider 
privacy and anonymity carefully when constructing 
their report—particularly when only a few people 
belong to some intersectional categories. When 
discussing self-assessment results in public, speaking 
in general terms—identifying trends, for example—

allows you to address intersectionality and discuss 
actions to address inequities without presenting data 
that might reveal individual identities.6

Protecting personally identifiable information (PII) 
during internal self-assessment is clearly important. 
But to do so, you may not need to take steps beyond 
your society’s regular protocols provided that these 
two criteria are met: 1) The review is entirely internal 
(i.e., external consultants are not involved) and 2) 
Individuals needing the information require it to carry 
out an organizational or programmatic responsibility. 
However, adhering to your organization’s confidentiality 
policies is important when it comes to people (even 
those within a society) who collect, access, and use 
such data and who decide how data are collected and 
used for new purposes. Consider how best to collect 
and protect PII used for internal self-assessment 
and how to prevent disclosure of PII when providing 
information to members and stakeholder groups. 

Please do not share any self-assessment data with 
AAAS. Before creating, collecting or sharing data, 
consult your own legal counsel or privacy officer, if  
you have one. While not legal advice, you may want  
to consider:

4Specific, Measurable, Actionable, Relevant, and Time-Bound.   5When in doubt, consult your Institutional Review Board for guidance.
6Anonymity refers to information that is collected or reported without any identifiable link to its source. Confidential data is linked to its source, but that source is not revealed. 
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• Family Educational Rights and Privacy Act (FERPA). 
Comply with FERPA restrictions on student 
education records and protect student PII.

• International privacy laws. If self-assessment 
involves international students, faculty, or 
individuals, or members who work abroad, take 
measures that respond to those laws. Those 
measures may include different definitions of PII and 
different or additional requirements for protecting it.

• State laws. State privacy laws may also be applicable 
and may impose additional requirements. That will 
depend on where your institution is located, where 
its employees work, where the higher education 
institution conducts activities, and where it collects 
individually identifiable information. 

• Organizational privacy policies. Be sure to pay due 
attention to your own organization's policies.

The National Center for Education Statistics (NCES) 
offers three recommendations for best practices to 
protect PII from disclosure in statewide elementary 
and secondary school longitudinal data systems. Those 
recommendations don’t necessarily provide definitive 
answers but are useful to consider.

1. Require that a group or subgroup contain no fewer 
than 10 individuals. Nevertheless, certain data may 
still identify individuals, making that 10-person 
minimum inadequate. FERPA, other privacy laws 
and policies, or organizational policy may also set a 
higher threshold.

2. Determine the thresholds for each data set should 
be the responsibility of appropriate experts within an 
organization. Experts should be well-informed about 
relevant information, including data to be collected 
and how and by whom it will be used and reported.

3. Follow at least one of the following guidelines when 
presenting data where the number of individuals in 
disaggregated categories falls below the 10-person 
threshold:

No counts published
• Provide only percent distributions

• Report percentages as whole numbers

• If a subgroup contains fewer individuals than 
the applicable threshold, do not include the data 
for that subgroup and explain why (for example, 
replace the percentage with an asterisk, and 
note somewhere in your presentation what the 
asterisk means).

Collapsing across outcome categories
• Consider reporting race-and-ethnicity 

intersections according to gender, i.e., group 
individuals into “White, non-Hispanic” and “all 
other” racial and ethnic categories and then 
separate those two categories by gender. 

Counts published with additional data suppression
• Provide counts of individuals, but do not include 

any subgroup that fails to meet the minimum 
reporting size.

• Do not include any other subgroups related to 
the suppressed groups (an action referred to as 
“complementary suppression”)

• Be aware that data overlaps may unwittingly 
reveal personal identity.

THE NEED FOR FLEXIBILITY

The self-assessment process has one main goal: to 
analyze policies, practices, procedures, programs, and 
traditions, to improve the conduct, climate, and culture 
of the society. However, some topics or themes may 
not be relevant for a society or might not be priorities. 
Societies using the self-assessment should prioritize 
domains that are relevant and useful while explaining 
why they are not explicitly addressing other domains. 
Some societies may need to focus on a subset of 
domains of interest, to avoid overwhelming their 
staff and members. Decisions about what domains 
to choose should be based on the society’s specific 
circumstances—especially its goals and where its 
leaders and members believe issues are prevalent. 

http://www.aaas.org/
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BENCHMARKING

We strongly encouraged you to use your society’s 
historical data (trends over time) as a baseline for your 
self-assessment. If you do not have such data, please 
check whether available data resources can help you 
construct a baseline (see Appendix C). It’s useful to 
include comparisons between past and current data 
in your self-assessment narrative, particularly for 
understanding trends and for making comparisons with 
other contexts.

CATEGORIES OF MARGINALIZATION

The self-assessment data tables encourage societies 
to analyze gender, race, ethnicity, and intersectional 
data. In addition, self-assessment teams may want to 
address other personal identities that are particularly 
important to their organization, such as: 

• Disability status 

• Socioeconomic background

• Family history of higher education (e.g., first-
generation students) 

• Member of the LGBTQIA+ community 

• Veteran 

• Age 

• Religion

• Nationality

• Any other identities associated with bias and 
exclusion in STEMM

When considering any of these factors, your society 
should also explore how they intersect with gender, 
race, and ethnicity.

  Understanding  
Understanding the self-assessment results is 
an involved process—one that requires the self-
assessment team to thoroughly evaluate the 
information it has collected. How does it affect your 
ability to identify barriers and devise actions to 
overcome them? What additional information could 
help you better understand your organization and how 

  Action  

it can be improved? Does the information align with the 
society’s mission and policies?

For example, providing access and resources to 
people with disabilities may be particularly important 
to your society—yet your self-assessment finds that 
your organization knows little about your members’ 
disability status or actions taken to fully include and 
welcome people with disabilities. Those findings should 
prompt you to examine available research to learn how 
to evaluate accessibility or to collect data on employee 
disability. If the team concludes that more information 
is needed, your action plan should note this information 
gap and that it needs to be filled so your society can 
better achieve its goal of removing barriers to access.

Gathering information—on employee demographics, 
survey results, and focus group results, for example—
is certainly necessary for self-assessment. Equally 
important is understanding what that information 
reveals about barriers, challenges, and opportunities. 
The self-assessment team may need help to better 
understand what the collected information reveals 
about a particular issue and how to address it. 
Engaging a statistician, social scientist, or other experts 
can help. The self-assessment team should also get 
input from people directly affected by an organization’s 
barriers: how do they perceive those barriers and what 
recommendations do they have for overcoming them? 
Affected people should also have the opportunity to 
comment on the action plan. In addition, they should 
be asked to review the narrative that incorporates their 
input: Do they feel that their input was reflected in the 
narrative? Appendix D include detailed guidance for 
creating meaning from the data collected. 

Once your organization has gathered the necessary 
information, it’s time to enact a forward-looking 
SMART action plan guided by insights from the self-
assessment. The action plan should also address 
the information gaps and other challenges your 
organization must overcome to achieve its DEI goals. 
And it should balance ambition with realism. 

The action plan should focus on your society’s specific 
issues and priorities. This means that each action 
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should be targeted to something discovered in your 
self-assessment—an issue your association wants to 
address so it can advance systemic and sustainable 
DEI. An action plan template is included in Appendix E.  

Action plans do not need to address all the challenges 
that societies identify in their self-assessments. Rather, 
societies should prioritize those actions with a realistic 
chance of significantly advancing their DEI goals and 
should explain how they reached those conclusions.

When making recommendations for SMART actions, 
identify people best positioned to successfully 
implement those actions—and may not be members 
of the self-assessment team. The team’s job is to 
build buy-in for action items by discussing them with 
all relevant individuals in positions of authority. The 
team should also devise a way to share the action plan 
with members of the professional society, staff, and 
governance. 

Avoid actions intended to achieve forward-looking 
race- or gender-based numerical quotas, since such 
actions can’t be legally supported. And remember that 
numbers are only part of the story. Instead emphasize 
goals such as breaking down stereotypes, eliminating 
isolation and marginalization, and making good faith 
efforts to hire more women and people of color. Then 
gather qualitative and quantitative historical and 
current data to use as benchmarks for evaluating your 
action plan’s effectiveness.

We’ve identified three basic frameworks around which 
societies can organize their action plans.

1. Adapting and improving your own initiatives: 
As you embark on the self-assessment process, 
review the success of your organization’s past and 
current DEI initiatives. Find out whether they’ve 
improved outcomes (e.g., reduced barriers to 
access, improved the educational experience of 
underrepresented groups, or diversified the field). 
Adapting and improving on efforts that have already 
proven successful can help you organize your 
current action plan. 

2. Adapting initiatives used by others: Other 
societies may have acted to address challenges 
similar to yours. You may want to check what 
has worked for them and adapt their efforts to 
achieve your own DEI goals. Keep in mind that even 
interventions that have proven successful for a 
society very similar to yours may need to be modified 
to suit your society’s culture and challenges.

3. Innovation/Experimentation: Some societies 
may require innovative interventions to respond to 
complex issues that have stymied previous efforts 
to overcome hurdles to DEI. Such interventions can 
best be devised by smaller working groups within or 
outside of the self-assessment team. 

http://www.aaas.org/
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Creating an effective action plan requires choosing 
actions appropriate for each challenge you’ve identified 
and making sure those actions mesh smoothly with 
each other. It will be important to:

• Prioritize actions—Be sure that your action plan 
timeline includes a rationale for prioritizing some 
actions over others. You may not be able to address 
some important issues immediately. Certain 
actions, for example, may require human or financial 
resources that aren’t yet available. Or perhaps 
an intervention requires a communications effort 
before it can be launched. Be sure to lay out your 
“rationale for prioritization” early in your action plan. 
You don’t need to organize your action plan to mirror 
the self-assessment information tables. Instead, it 
may make more sense to organize the action plan 
around the way you’ve prioritized your actions 
for attaining your diversity, equity, and inclusion 
objectives. 

• Provide a roll-out/staging phase—Putting an 
action plan in place is a major effort that may cause 
disruptions within a society. You can minimize 
problems by including a roll-out/staging phase 
at the beginning of your action plan. Ideally, the 
society’s staff and society members should be 
told how the entire plan will be implemented. You 
should also communicate how the action plan will be 
managed and how its success will be measured and 
monitored.

Ultimately, a SMART action plan is:

Specific—Avoid generalities and vagueness and 
instead define your planned actions clearly and 
precisely; make your plan easily understandable; and 
focus on proposing actions most likely to achieve 
systemic and sustainable progress. 

Measurable—Your society will need to track the action 
plan’s progress so you can make ongoing adjustments 
if necessary. Decide what progress would look like in 
addressing a particular issue and make sure structures 
are in place for measuring progress. 

Achievable—Do not overpromise: an overly 
ambitious action plan can be counterproductive. 
Instead, approach action planning by identifying (a) 
the resources you’ll need; (b) outcomes likely to be 
accomplished within the proposed timeframe; and (c) 
realistic workloads for those responsible for taking the 
actions. Make sure you have buy-in from those people 
in authority who will champion the planned actions and 
provide the resources needed. 

Relevant—Actions should match the challenges 
identified in the self-assessment and be relevant and 
reasonable for attaining the society’s DEI goals. 

Time-bound—Establish timelines for putting each of 
your planned actions into effect. For each action, those 
timelines should contain target dates for completing 
all steps required for implementing it. Make sure 
mechanisms are in place for holding your society 
accountable for meeting those deadlines.

  Implementation, Evaluation,
  & Iteration  
Once an action plan has been accepted, it’s time to put 
it into practice—and for the self-assessment to track 
and document the society’s progress towards meeting 
its goals. Through its research, for example, the team 
may have identified and implemented an action for 
addressing a particular problem. The team should 
follow up and determine whether that intervention has 
been successful. If an action isn’t working, the team 
should make mid-course adjustments, documenting 
what was done, why it was done, and whether the 
adjustment worked well enough to be included in your 
SMART Action Plan and in the system tracking progress 
towards your action plan goals.
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  Repeat  
Continually repeat the process of striving to accomplish 
your goals while monitoring whether your goal-oriented 
actions are working. Sustained improvements in DEI 
take time but will be well worth the effort. It’s helpful to 
have an internal governance structure and a process 
management plan through which the self-assessment 
team can collaborate with the society’s relevant 
functions: You’ll be better able to align goals, strategies, 
and actions, track your progress, and make successful 
mid-course adjustments. Your professional society 
may need to reassess its governance structures so that 
efforts to achieve multi-year goals are not undermined 
by changes in the makeup of committees, boards, or 
other leadership bodies. 

  A Final Word  
Self-assessment and change management are iterative 
processes. To initiate and maintain momentum toward 
its DEI goals, your society must understand itself and 
its reasons for including or excluding specific groups 
and prioritizing certain information and actions. Think 
of your self-assessment results as a research paper: 
What story should be written about your goals, planned 
actions, and the expected impacts of those actions? 
What figures, tables, or general descriptions can explain 
your rationale for priority actions? Are your goals 
reasonable and achievable? Have you shared your data 
analysis results and action plan with affected groups? 
How will you build knowledge and track progress? 
Keep these questions in mind as you engage in self-
assessment, reflection, and action planning. Remember 
that some changes can happen quickly while others 
take more time and that attaining your DEI goals 
requires continuously viewing your society’s efforts 
through a DEI lens. 

http://www.aaas.org/
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Appendix A:  
Definitions

DEI Diversity, equity, and inclusion. 

Diversity includes all the ways in which people differ, encompassing those characteristics 

that make one individual or group different from another, including identity markers such 

as race, ethnicity, gender, disability, sexual orientation, religion, and more. Diversity also 

includes intersectional diversity, i.e., when the identify of a person or group includes multiple 

underrepresented identities.

Equity means fair treatment, access, opportunity, and advancement for all people as well 

as striving to identify and eliminate barriers preventing some groups from full participation. 

Improving equity may require increasing justice and fairness—within the procedures and 

processes of institutions or systems and in how resources are distributed. Thus, equity is not 

necessarily equivalent to equality. 

Inclusion means creating environments in which any individual or group feel welcomed, 

respected, supported, and valued. An inclusive and welcoming climate embraces differences 

and is respectful of all people, in words spoken and actions taken. 

Ethnicity Ethnicity pertains to an individual’s national origin or heritage, which may include related 

cultural identity. Ethnicity is not citizenship.

Gender identity Gender identity refers to peoples’ sense of themselves as man, woman, non-binary, or self-

identified. People may identify along the transgender spectrum when their gender identity and 

sex designated at birth are not the same (see American Psychological Association guidelines).

LGBTQIA+ This community includes people who identify as lesbian, gay, bisexual, transgender, queer/

questioning/undecided, intersex, and asexual.

NCES National Center for Education Statistics

https://apastyle.apa.org/style-grammar-guidelines/bias-free-language/gender#:~:text=Individuals%20whose%20gender%20varies%20from,%2C”%20to%20name%20a%20few
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PII Personally identifiable information

Quantitative Data Information involving quantities, and therefore typically expressed using numbers.

Qualitative Data Descriptive and conceptual information collected through questionnaires, interviews, or 

observation. Qualitative data is categorized based on properties, attributes, labels, and other 

identifiers. It tends to answer questions about the ‘what’, ‘how’ and ‘why’ of a phenomenon, 

rather than questions of ‘how many’ or ‘how much’. Examples include text, video, photographs 

or audio recordings.  

Race This societal construct assigns an identity to a person based on shared physical appearance 

such as skin color or eye shape. Racial categories include American Indian or Alaskan Native, 

Asian, Black or African American, Native Hawaiian or other Pacific Islander, White, and two 

or more races. These are categories that organizations use when reporting to the Integrated 
Postsecondary Education Data System, so they may be easiest to use for self-assessment. 

It might be useful to break each category into relevant sub-categories for internal use only, 

since sub-categorizing may raise PII issues. Individuals may have a racial self-identity that may 

or may not align with how society characterizes, “reads,” and aids their race or discriminates 

against it. Also, race as a construct is defined differently outside the U.S. As a result, the racial 

categories used in the U.S. may not apply or make sense to people in other countries. 

SMART Specific, measurable, achievable, relevant, time-bound—used to describe a society’s unique 

action plan to address barriers to DEI.

STEMM Science, technology, engineering, mathematics, and medicine. STEMM disciplines include: 

agricultural sciences, chemistry, computer and information technology sciences, engineering, 

Earth sciences, life sciences, mathematical sciences, physics and astronomy, social, behavioral, 

and economic sciences, medical and health science disciplines, and STEM education & learning.

https://surveys.nces.ed.gov/ipeds/public/hrsoc-browse/faq-re
https://surveys.nces.ed.gov/ipeds/public/hrsoc-browse/faq-re
http://www.aaas.org/
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Appendix C:  
Benchmarking data

Source Frequency Coverage and 
Representativeness

Feasibility of 
Disaggregation

Federal IPEDS Annual Nationally 
representative; 
mandatory so virtually 
100% coverage

Strong for race and 
ethnicity, gender, 
institution type, and 
discipline; does not 
allow disaggregation for 
disability and Pell grant 
(socioeconomic) status

Beginning Postsecondary 
Education Longitudinal 
Study (BPS)

Every 2 to 3 years Nationally 
representative; 82% 
response rate in most 
recent BPS (04/09)

Limited for 
disaggregating by 
both demographic 
characteristics and field 
of study

National Survey of 
Postsecondary Faculty

Discontinued in 2004 Nationally representative 
of full-time, but not part-
time, faculty 

Strong for individual 
and institutional 
characteristics

Proprietary National 
Student Clearinghouse

Annual 98% of institutions 
represented, but 
institutions do not 
always provide 
student’s demographic 
characteristics, 
disciplines, and degree 
programs

Limited for student 
characteristics 

*Table 1 reprinted with permission from Table 6-1 in Indicators for Monitoring Undergraduate STEM Education 
2018, by the National Academy of Sciences, Courtesy of the National Academies Press, Washington, D.C.

TABLE 1.C: MAJOR SOURCES OF DATA ON STEM EDUCATION*

CONTINUED ON NEXT PAGE

https://nap.nationalacademies.org/catalog/24943/indicators-for-monitoring-undergraduate-stem-education
http://www.aaas.org/
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Source Frequency Coverage and 
Representativeness

Feasibility of 
Disaggregation

Higher Education 
Research Institute 
(HERI) Freshman Survey

Annual Nationally representative 
of first-time, full-time, 
4-year students

Good for 4-year student 
characteristics, but 
limited for 2-year student 
characteristics

HERI Your First College 
Year/Senior Survey

Annual Limited coverage of 
2-year institutions

Strong for student 
characteristics; 
weak for institutional 
characteristics

HERI Faculty Survey Every 3 years Strong coverage 
among 4-year nonprofit 
institutions; nationally 
representative of full-
time faculty at 4-year 
institutions

Strong for faculty at 
4-year institutions

HERI Diverse Learning 
Environments Survey

Occasional Very limited coverage 
among 2-year and 4-year 
institutions; student 
response rates within 
institutions average 25%

Strong for student 
characteristics; 
weak for institutional 
characteristics

National Survey of 
Student Engagement

Annual Broad coverage among 
4-year institutions; 
student response rates 
within institutions 
average 30–35%

Strong for student 
and institutional 
characteristics of 4-year 
institutions

Community College 
Survey of Student 
Engagement

Annual Moderate coverage of 
2-year institutions; poor 
student response rates

Limited for student 
characteristics due to 
small sample sizes

Faculty Survey of 
Student Engagement

Annual Limited coverage of 
2-year institutions; 
faculty responses 
average 20–25%

Strong for individual 
characteristics of faculty 
at 4-year institutions
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GRADUATE STUDENTS

NCSES National Center for Science and Engineering Statistics 

Women, Minorities, and Persons with Disabilities in Science and Engineering

SEI Science and Engineering Indicators

SERU Student Experience in the Research University (gradSERU)

FACULTY

AAU STEM Education Initiative – status report appendix

AAUDE American Society of Universities Data Exchange

AAUP American Society of University Professors, including Faculty Compensation Survey

AMS American Mathematical Society

COACHE Collaborative on Academic Careers in Higher Education

DISA Diversity in Science Society – Nelson Diversity Surveys

FSSE Faculty Survey of Student Engagement

HERI Higher Education Research Initiative (Faculty Survey)

NCSES National Center for Science and Engineering Statistics

NSF Women, Minorities, and Persons with Disabilities in Science and Engineering

SEI Science and Engineering Indicators

PULSE Partnership for Undergraduate Life Science Education; rubrics for all STEM education include: 

Faculty practice/support; infrastructure; climate for change

STEM PROFESSIONALS

NSF National Science and Engineering Indicators

BLS Bureau of Labor Statistic Report and Table

NIH Medical Workforce Reports and Data

ASEE Engineering and Computer Science Workforce

AAMC Faculty Data

CENSUS Women in STEM

https://www.nsf.gov/statistics/2017/nsf17310/digest/about-this-report/
https://www.nsf.gov/statistics/2016/nsb20161/#/topics
https://cshe.berkeley.edu/seru
https://www.aau.edu/sites/default/files/AAU-Files/STEM-Education-Initiative/STEM-Status-Report.pdf
https://www.aaude.org/site_home.cfm
https://www.aaup.org/our-work/research
https://www.aaup.org/our-work/research/FCS
https://www.ams.org/profession/data/annual-survey/annual-survey
https://coache.gse.harvard.edu
http://drdonnajnelson.oucreate.com/diversity/Faculty_Tables_FY07/FinalReport07.html
https://nsse.indiana.edu/fsse/
https://heri.ucla.edu/heri-faculty-survey/
https://www.nsf.gov/statistics/2017/nsf17310/digest/about-this-report/
https://www.nsf.gov/statistics/2016/nsb20161/#/topics
https://www.pulse-community.org
https://blog.dol.gov/2022/02/10/women-and-girls-in-growing-stem-jobs
https://www.bls.gov/cps/cpsaat11.htm
https://researchtraining.nih.gov/dbrw/reports
https://ira.asee.org/national-benchmark-reports/workforce2019/
https://www.aamc.org/data-reports?f%5B0%5D=on_page_search_topic%3A2551#data
https://www.census.gov/library/stories/2021/01/women-making-gains-in-stem-occupations-but-still-underrepresented.html
http://www.aaas.org/
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Below are suggestions for interpreting data during 
the self-assessment process to garner a deeper 
understanding and promote sense-making so your 
society can attain its DEI outcomes. An action plan 
undergirded by strong evidence will be more likely 
to yield equitable and inclusive policies, practices, 
programs, and traditions. If the self-assessment team 
does not firmly understand an issue identified in the 
data, seek input from individuals with relevant lived 
experiences or expertise. During this process, the self-
assessment team can expand to accommodate more 
voices.

IDENTIFYING DEI ISSUES

Before deciding what actions to take, reflect on what 
the evidence collected reveals about your society’s 
efforts to reach its DEI goals. The self-assessment data 
template will provide a wealth of information about 
DEI outcomes within the society staff, governance, and 
membership, as well as possible gaps in available data. 
Data analysis should reveal if a society’s action is likely 
to help it reach or even exceed its DEI goals, where it is 
falling short, as well as opportunities for improvement 
and areas where more data is needed.

Making sense of the data should begin with 
conversations among the self-assessment team. The 
team should produce a narrative summary describing 
the data-collection results along with strengths and 
weaknesses identified and whether there are data 
gaps. This summary will provide a basis for the self-
assessment narrative. Consider the questions in Table 
D.1 as you engage in sense-making discussions. They 
are divided into general questions and questions 
related to each tab in the data template.

ROOT CAUSE ANALYSIS

Next, unpack the root causes of the strengths and 
weaknesses identified, by asking “why” multiple 
times—we recommend five as a good number. Table D.2 
can be used for this exercise. For example, if a society 
finds that nearly all authors of their publications are 
white men holding positions as senior scientists, the 
five whys might be:

1. Why: because the most highly reviewed articles 
come from white men who are senior scientists

2. Why: because the majority of submissions come 
from this group

3. Why: because of a lack of engagement with other 
groups

4. Why: because of a bias in what are perceived as 
important research questions and where strong 
research comes from (e.g., white men, primarily 
white institutions)

5. Why: because the editors or reviewers do not 
represent the diversity of the field contributing to 
this research area or the institutions that conduct 
the research 

IDENTIFYING AND PRIORITIZING SMART 
ACTIONS

After identifying DEI issues and their root causes, 
generate possible solutions that address those issues, 
building on what is already working. Base these 
solutions on what is most important to the society and 
what is feasible. Find evidence-based practices from 
relevant research, societies that have tackled similar 

Appendix D:  
Sense-Making Guidance
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Activity Questions to guide discussions of self-assessment team

General questions 
for all activities

1. Is there alignment between the society’s DEI goals and its activities? How does it 
signal organizational priorities and values?

2. Why was the activity included in the self-assessment?

a. What questions were you unable to answer?

b. Which issues did you find that were not explicitly asked?

c. What additional data or other information do you need?

d. What surprised the team most?

3. What are the differences across demographic groups? In identifying these 
differences, consider:

a. Access to opportunities.

b. Effects on professional advancement and reputation.

c. Potential impact of addressing these differences.

4. For each of those differences, answer

a. How important is the difference among groups to the work/goals of the society 
(using a scale from 1 [less important] to 5 [critically important])?

b. How much effort is required to address the difference among groups (1 hard – 5 
easy)?

i. Can you readily obtain the data and other information needed to address the 
differences? What additional information is needed? How can that data be 
acquired? 

ii. Which stakeholders need to be involved in identifying action for change and 
enacting change?

c. What possible actions could be taken to address the differences?

5. What changes can be made to make the activity more inclusive and equitable?

6. What activities are directed specifically toward DEI? How is their effectiveness 
measured?

TABLE D.1: SENSEMAKING GUIDANCE

issues, or experts within relevant communities and 
fields. Remember that the need for more information 
usually conflicts with the need to act quickly. Table 
D.3 can help as you identify and prioritize actions, 
document possible solutions, and find evidence to 
support the use of those solutions. 

COMMUNITY ENGAGEMENT

Ask stakeholders with a wide array of lived experiences 
to provide feedback on whether your proposed 
action plan makes sense. Also seek input from people 

belonging to underrepresented groups; their viewpoints 
are critical. Make sure that your proposed action items 
reflect the perspectives and guidance of these groups. 

You can engage with key communities through town 
halls, focus groups, and discussions. Society members, 
leaders, and staff will bring different perspectives to 
the process, which will lead to the development of more 
effective action items. Try to get representatives from a 
wide array of career stages and roles. Table D.3 includes 
suggested stakeholders to include in this process and 
why their views are necessary. 

CONTINUED ON NEXT PAGE

http://www.aaas.org/
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Activity Questions to guide discussions of self-assessment team

Education, 
Professional 
Development (PD), 
Certifications 

1. How do the participants in education, PD, and certification activities reflect the 
diversity of membership or the desired diversity of membership? The diversity of the 
field? Of STEMM overall?

2. How does the mode of delivery of the programs promote or inhibit participation, 
diversity, and inclusion?

3. In what ways does the content of the programs promote or inhibit access, diversity, 
and inclusion?

4. In what ways do the experts who deliver the programs promote and reflect access, 
diversity, and inclusion?

5. What special efforts were made to reach out to diverse populations? How effective 
were these efforts?

6. Do you know of any issues that are detrimental to participants or the professional 
society? 

Convening 1. How do participants compare to the demographics of the society or overall 
discipline? 

2. Are there changes in participation over time? 

3. Have any past actions affected participant outcomes? How is this measured?

4. In what ways do the diversity and perspectives of the speakers reflect the priorities 
and values of the society and its desires for the future?

5. Are speakers identified and compensated equitably?

6. How can speakers be encouraged to become a part of the community long term?

7. When deciding where to hold meetings, in what ways is the accessibility, costs, and 
security of marginalized people, as well as a location’s weather, taken into account?

8. What gatherings focus on DEI related needs or underrepresented communities?  If 
there are none, why? 

Honors, Awards, 
Fellowships 

1. How is the nomination process inclusive or exclusive? In what ways does this show 
up?

2. How do the selection criteria reflect DEI values and priorities equally to other 
historical values and priorities? 

3. Is merit defined in ways that embed diversity or exclusion?

4. In what ways are reviewers/judges given a charge that elevates DEI? Are they trained 
on implicit bias?

5. What has been done to gain new participants? 

6. If there are special awards, what do participation trends look like by demographic 
group?

7. Is there a process in place to avoid honoring persons whose conduct does not reflect 
the DEI values of the organization, such as those evidenced as harassers?

Community Building  1. What community does the society seek to support? 

2. What activities contribute to building multiple communities within the society? How 
inclusive are those activities?

3. What parts of the society come closest to representing the ideal of inclusion?

4. What are the hurdles to full inclusion and participation?

5. How do affinity groups add value to the overarching DEI goals?

6. In what ways are new/younger/more diverse members welcomed to the society? 
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Activity Questions to guide discussions of self-assessment team

Publishing 1. In what ways do editors provide DEI leadership?

2. What has been the demographic profile of authors, reviewers, or editors over time?  
Has it been shifting?  

3. In what ways can publications help the association move toward greater diversity and 
inclusivity?

4. What criteria are used to identify potential editor, advisory board, and guest editor 
candidates? 

5. What strategies have been used to diversify the pool of reviewers and authors? 

6. Do publications use double-blind review? 

Communications, 
Advocacy, Policy 

1. How are asset-based approaches used in outreach and engagement efforts?

2. In what ways are communication, advocacy, policy efforts collaborative and co-
creative?  Who are the collaborators and do they reflect our DEI values and priorities?

3. What role do these functions play in furthering DEI within the association and its 
members?  Are they promoting inclusion of current members and are there any data 
that pertain to this question?  

4. How much of a priority are DEI issues in advocacy?

5. What issues are addressed in advocacy? Do these reflect the priorities of diverse 
members of the society?

6. What is the reach of advocacy and communications?

7. What DEI signals result from society communications?

Governance 1. In what ways do our leadership, senior staff, and program staff reflect our DEI goals? 

2. What is the demographic profile of members of governance? What are the trends? 
How do these statistics compare with the society and the profession overall?  

3. Are the criteria for participating in governance equitable? 

4. How does membership of the governance team enable us to hear and act upon 
the voices of underrepresented individuals? What are the ways that we’re taking 
initiatives here?

5. In what ways might our ‘term’ structure and board-size norms inhibit developing a 
more diverse group of leaders?

6. Is DEI an explicit priority of the association? If so, how is this priority reflected in 
societal objectives and strategies?

http://www.aaas.org/
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TABLE D.2 (ATTRIBUTE TO ASPIRE/ICHANGE)

Why did this issue occur? Why did this issue go undetected?

Problem 
Description

First Why

Second Why

Third Why

Fourth Why

Fifth Why
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TABLE D.3.: GROUPS TO ENGAGE IN THE SENSEMAKING PROCESS

Participant group Reasons for participating 

Executive/Senior 
Leadership Team

• Sustained engagement in change requires their buy-in and authority

• Learning opportunity for leaders

• Leaders decide resources for future study/action implementation

• Their engagement conveys the importance of this work to the rest of the 
membership

• Leaders can be the drivers for change, along with the core staff providing the analysis

• Can set policy

Society Governance • Sustained engagement in change requires their buy-in 

• Can provide support for society leaders to move the work forward

• Bring a deep understanding of the society’s values, history, and structures

• Can create and enact policy

Member Leaders 
(highly engaged and 
influential)

• Bring perspectives informed by their experiences with the society

• Provide validity to the process

• May also be influential within the broader field and their institution

General Staff • Organizational change will require their buy-in 

• Source of institutional memory and can share a ‘back story’

• May be responsible for implementing future programs and can point out sources of 
resistance and barriers to taking action

Human Resources, 
Membership and DEI 
staff 

• Key to planning and implementing internal changes

• Key to understanding needs, expectations and potential responses by the 
association staff

• Often responsible for measurement and change

• Responsible for member recruiting and support services

Program Leaders/
Staff 

• Core of who will drive change in activities and programs 

• Deep understanding of activities and programs

Affinity Group 
Members (e.g., 
Women’s Caucus; 
LGBTQ group; Black 
members group)

• Can provide alternative perspectives to the dominant group members

• Provide validity to process

• Involvement can improve future data collection  

http://www.aaas.org/
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Your action plan should begin with narrative description 
of each priority identified through the self-assessment 
process. The description of each priority should 
be followed by a summary table, which includes 
information on key aspects of how the priority will be 
addressed and how progress will be measured.  As part 
of the narrative description of each priority you should 
indicate what issues identified during self-assessment 
it relates to. Embed in your narrative actions that you 
developed based on an understanding garnered from 
that section and cross-reference them to the full action 
plan. You may wish to embed in your narrative using the 
following template. 

OVERALL PRIORITY 1

“A narrative briefly connecting the overarching theme 
of the following actions identified throughout the self-
assessment, any necessary organizational, disciplinary, 
or federal context, a desired outcome, and a reason for 
the way this set of actions has been prioritized.”

Action 1 
Include the following information in the narrative 
description of each action your society plans to take:

• Statement of macro-level understanding of barrier 
or gap in necessary information identified.

• Declaration of why removing the barrier or closing 
the gap is critical for the organization’s mission.

• Description of chosen strategy/intervention/action 
to address the issue, and why it was selected/
adapted/created.

• Indicators of whether the action is effective and how 
success will be measured.

• Plans for assessment, monitoring, and/or 
recalibration of action or components of action

[Additional actions, if needed, e.g., Action 1.1., 1.2…]

Add additional priority and related actions

After describing each action related to the priority, 
complete the summary table on the next page. 

Appendix E:  
Action plan template
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Appendix F:  
Supporting resources

SUMMARY TABLE

PRIORITY 1

Priority 1 Action Timing Responsible party 
(primary and 
secondary)

Expected 
outcomes

Insert issue Describe action 1.1 State timing List responsible parties Track progress to 
outcomes

Insert issue Describe action 1.2 State timing List responsible parties Track progress to 
outcomes

Insert issue Describe action 1.3 State timing List responsible parties Track progress to 
outcomes

[Insert additional priorities following the same format as above, e.g., Priority 2, 3, 4 ]

Data collection template 

Implementation guidance from professional association staff 

https://www.aaas.org/programs/STEM-Professional-Societies-Self-Assessment/Resources
https://www.aaas.org/programs/STEM-Professional-Societies-Self-Assessment/Resources
http://www.aaas.org/
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American Association for
the Advancement of Science

1200 New York Ave, NW
Washington, DC 20005
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