
GSFC Sciences and Exploration 
Directorate Culture and 

Climate Survey
Mark Clampin, Antti Pulkkinen, Stacey Day

NASA GSFC



Contents
• Path to survey.
• Survey process.
• Findings and recommendations.
• Actions.



Path to survey

• In 2017, an influential study By 
Clancy et al. (2017) and the 
corresponding Race and 
Gender Harassment in 
Planetary Science and 
Astronomy Seminar titled 
“Understanding & Mitigating 
Bias & Harassment in Science” 
by Christine Richey and Erica 
Rodgers sparked a lot of 
discussion across GSFC, 
including in the Heliophysics 
Science Division (HSD).



Path to survey
• In 2017, we had several discussion sessions in HSD and invited Rodgers and 

Richey to attend one of the sessions.
• From these discussions sparked an idea to have a Culture and Climate survey 

conducted within HSD. The major differences to other annual surveys would be 
that this time all would be invited to participate the survey.

• Due to their pioneering work on the topic, we contacted Clancy and her 
University of Illinois team in 2018. From our initial conversations with Clancy et al. 
and communications with the other GSFC science Divisions, it became clear that 
we should expand the survey to cover the entire Sciences and Exploration 
Directorate.

• As often with government, it took a little while to get the contract in place…



Survey process
The survey process was as follows:
• Focus groups. The data collected from the focus groups was used to guide the broader 

survey because it provided significant insight into Goddard as its own unique space. 
Clancy et al. conducted targeted recruitment for the qualitative focus groups, consisting 
of 2-6 participants, starting in the summer of 2019. 

• Survey preparation. Clancy et al. used the data collected from focus groups to develop a 
climate survey that was specific to the needs of Goddard. The researchers chose 
previously validated survey instruments, with some modification to address the context 
of this workplace.

• Survey. The survey was conducted Jan-Feb 2020 and was administered online through 
REDCap, an independent, HIPAA certified, secure survey management application. The 
survey took approximately 35 minutes to complete and employees were allowed to 
complete the survey as part of their normal workday.

• Final report. Final report was delivered by Clancy et al. in July 2020. Clancy et al. provided 
numerous briefings across the Directorate July-November 2020. 







Survey findings
The key themes were:

• People want to work at GSFC where one can conduct exciting scientific research.
• Excellence at all costs.
• Unjustified hierarchy.
• Disparities in communication.

Also:

• White majority has a different experience from underrepresented minorities.
• While the survey was anonymous, ~10% did not enter their demographics 

information.



Survey recommendations
• Work together as an organization to decide your main values.
• Make establishing (and deserving) trust a core goal of your leaders.
• Acknowledge, take ownership of, and address disparities.
• Provide equitable access to leadership and professional education opportunities.
• Establish and assess basic expectations of contracting organizations’ treatment of 

contractors.
• Hire staff for your EO Office for informal, restorative, transformational practices.



Survey recommendations
• Remember that measuring the problem is only the first step:
“We are grateful to the Goddard leadership for the opportunity to recruit, collect, 
and analyze these data. It is an act of courage to peer behind the curtain and 
suggests a desire to make their workplace better. Remember that you don’t need 
more policy or bureaucracy, you need to do the inner work, the listening, and the 
gathering of people to get your values in line with the unwritten rules, incentives, 
and rewards that inadvertently permeate your workplace. You need to recognize 
the value of the people behind the science, and restore their dignity and respect 
through changes in climate and policy.”



Sciences and Exploration (SED) DEI Initiatives: I
• Conducted Climate survey to assess Code 600 environment

- What needed to be fixed?
- Broad scope including contractors.

• Climate Survey : Dissemination of Results to Science Divisions
- Provided results and a briefing.
- Asked to identify priorities & actions from survey results.
- Each Divisions presented priorities and actions to Board of Directors.

• Directorate Listening Sessions conducted throughout pandemic
- 3 Childcare, 1 Eldercare, 2 APAA, 1 NPP postdoc & 1 Contractor

- Listening sessions conducted with EEO and DEI facilitators.



Sciences and Exploration (SED) DEI Initiatives: II
• Listening Session - Follow-up examples of action taken:

- Advocacy to SMD for issues raised by Code 600 scientists:
- SMD introduced extended & rolling proposal deadlines
- Extension of NPP postdoc durations

- Met with Procurement several times to discuss contractor and COOP concerns
- e.g. where to find EAP information

- Advocated for science collaboration tools e.g. Slack & Zoom app for 
conferences

• Ongoing weekly  bi-weekly open Sessions with Director and Front Office 
- Issues raised are addressed during the meeting or taken as action items

• Code 600 has developed anonymous feedback tool open to all employees



Sciences and Exploration (SED) DEI Initiatives: III
• New directorate award categories: Nominations come from employees

- Mentoring
- DEI

• Promotion Criteria Review
- Board of Directors reviewed process for best practices and consistency across Directorate
- Held a meeting to share with laboratory -chiefs
- Letter from Director with all information on criteria and process is posted on website
- Each Division has promotion, and within-Grade data for each employee under review

• Diversity in Hiring
- Currently developing Directorate-wide guidelines for improving diversity of candidate 

pools, following review led by Rita Sambruna
- Plan will employ changes in advertising, and utilize term-hire authorities
- Current plan anticipates rollout of guideline in mid-August



Sciences and Exploration (SED) DEI Initiatives: IV
• Conflict management: 

- Holding the two sessions in July the 20th  for supervisors, and 22nd July for all 
employees on how to handle conflict.

- Organizations that handle conflict (formally and informally) HRO, AHP, EEO, ADR, 
legal and the OMBUDS, will come and present the process and contacts

• PI Diversity
- Hosted three workshops to discuss how to broaden participation in missions through 

a more diverse cadre of mission principal investigators. 
- Identified GSFC and HQ related issues: HQ issues presented to DAR
- Achieved significant increase in PI/DPI diversity over 2 years 

• Project Scientists
- All Project Scientist positions are advertised and competed

• Code of Conduct Contract created and used for Field Campaign deployments



Code 600: DEI Actions V

• Waiting for funding approval for additional Bystander Awareness Training
- Submitted training requests for bystander awareness training and other 

leadership training. 
- The Agency has shut down all Agency/Center leadership training to evaluate 

and redesign programs. Currently there are no agency/Center leadership 
programs available above the GS 12.

• DEI Town Hall scheduled for this summer
- Division status presentations & Review of Climate Survey actions

• Directorate representatives sit on Center DEI committees and ERG’s
- Divisions have identified/hired DEI leads

• Implementing new approaches for Leadership opportunities for Early/Mid-
Career scientists (Succession planning)
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