DIVERSITY, EQUITY, & INCLUSION

VISION

WITHIN THE 2019 — 2023 STRATEGIC PLAN AND BEYOND
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ALL

On May 17, 2019, The Wildlife Society Council approved a five-year Strategic Plan
(2019-2023) to maintain or improve the Society’s performance in five core areas:

i Wildlife Sustainability i Member Services i Organizational
i Leadership i Organizational Integration Sustainability

As consistent with the TWS Standing Position on Workforce Diversity within the
Wildlife Profession, themes of diversity, equity, and inclusion (DEIl) are reflected
throughout the Strategic Plan document. Despite engaging in a number of DEI-
focused initiatives, however, TWS has yet to fully contextualize how the organization
“values” inclusiveness; how DEI feeds into advancing the Strategic Plan’s core area
strategies; or how to effectively operationalize statements on DEIl into meaningful
progress within the wildlife profession.

As 2020 brought into sharp focus the continued inequity present in our everyday
lives, TWS made a pledge to do more than just say “All are Welcome.” The leadership
and staff of TWS promised members that they would take greater responsibility in
proactively recognizing, supporting, and developing programs to enhance human
diversity in not just TWS but across the wildlife profession.

As a first step in fulfilling that pledge, TWS leaders at all levels continued the
conversation about DEI with members and collaboration partners. Through this period
of listening, learning, and reflection, TWS leaders gained a greater awareness of the
challenges and injustices facing a number of underrepresented communities in the
wildlife profession and as then President Gary White concluded in his August 2020
message to members:

TWS must change if we’re to cultivate a profession that is truly welcoming to all.

In the fall of 2020, TWS Council created the opportunity to cultivate a more equitable
profession by prioritizing resources to further develop DEI efforts and capacity within
TWS operations. As a preliminary step, this document seeks to clarify the role and
importance of DEI within TWS and establish a shared vision of progress.

Goals identified in this document were developed through collaborative engagement
with diverse TWS stakeholders and relate to the Society’s five-year Strategic Plan. The
list is not comprehensive and development of tactics remains forthcoming. Continued
discussion with members and collaboration partners will help further our collective
understanding of, and purpose as it relates to, DEI and regular feedback loops remain
an essential component of prioritizing annual activities and reassessing goals.
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DEFINING DEI

D IVERSITY is the broad spectrum of
identities reflective of the overall
human population resulting in a
richness of perspectives and
contributions.

EquiTty is faimess in providing
resources, access, and opportunities
with recognition of historic,
institutional, and systemic disparities.

INcLUSION is intentional cultivation
of a culture that actively respects
and values individuals, embraces
meaningful contribution and
participation, and provides equal
access to opportunities and
resources.



DEVELOPING TACTICS

To be useful in guiding TWS over the next five years, strategic planning
must be based on a comprehensive framework that includes not only
a vision and core areas, but also an implementation process that ties
operations, human resources, and budgets to the vision and themes.

This document provides a strategic direction for enhancing DEI within TWS and the
wildlife profession over the next few years and beyond. It does not outline specific
operational tactics but rather provides a foundation for developing future action-based
initiatives within the planning framework already established for TWS decision-making.

This approach serves three purposes:

1. Operational Planning & Integration — DEI cannot be viewed in
isolation. The challenges surrounding DEI are often complex, nuanced,
and/or structural. Likewise, opportunities to enhance DEIl are far-ranging
in effect, scope, timing, and feasibility. Including DEI directly within the
annual planning, integration, execution, and assessment of critical TWS
operations, enhances flexibility and the likelihood that DEI tactics
achieve desired outcomes as they will be weighed against differing
priorities and operational limitations, like capacity and budget.

2. Transparency & Accountability — Through providing greater clarity on
how DEI directly affects TWS core area strategies, TWS acknowledges
an obligation to members and the profession to develop and advance
DEIl initiatives through commitment of both financial and non-financial
resources. Establishing a strategic direction and shared vision of
progress provides accountability towards achieving desired outcomes.

3. Process & Results — Working through a structured and comprehensive
framework for annual implementation of tactics provides a way for TWS
and members to manage expectations of process and results. Progress
on DEI will not happen overnight. It will require patience, perseverance,
and continued collaboration. Working in a clear direction, evaluating
progress, and celebrating successes on a regular basis will ensure that
a strong focus remains on becoming a profession truly welcoming to all.

Want to help TWS develop tactics and implement new initiatives? Whether you're a
longtime member or new to TWS, we want to hear from you. Our Council and staff are
regularly assessing new opportunities to advance strategic goals through our Annual
Operations Plans. If you have a tactic or enhancement you would like TWS to consider
regarding DEl or would like to contribute to one of our ongoing DEl initiatives, please
complete this short survey. Help inform, adjust, improve, and advance our DEI goals.

For more information on TWS’s strategic planning framework, including a detailed
sequence of the Annual Operations Plan Process, please see our Strategic Plan.
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VISION

The Wildlife Society is a strong and effective
voice in representing wildlife conservation
and management, and ensuring sustainable
wildlife populations in healthy ecosystems.

MISSION

To inspire, empower, and enable wildlife
professionals to sustain wildlife populations
and wildlife habitat through science-based
management and conservation.




WILDLIFE SUSTAINABILITY

The Wildlife Society achieves a positive impact on the
sustainability of wildlife populations

The conservation of plant and animal species, communities, and populations is affected
by the actions of all people, acting individually and collectively. The future of biological
diversity, therefore, requires the conscious engagement of all people, regardless of
their nationality, sex, sexual orientation, gender identity, race, ethnicity, religion, culture,
spiritual views, social status, disability, or other factors that shape an individual’s life
experience.

Neither The Wildlife Society or the wildlife profession, currently reflect the richness of
human diversity representative of the people who affect—and are affected by—wildlife.
To achieve the best possible science and management of wildlife, TWS must take steps
to identify and mitigate structural forces that have created barriers, injustices, and
inequities within the wildlife profession. A more diverse professional community of
individuals results in a broadening, strengthening, and improvement of approaches to
research, education, management, and policy making. Failure to address significant
barriers to inclusion of all perspectives, talents, and interests, undermines excellence in
wildlife stewardship.

Cultivating a more diverse profession requires the authentic, deliberate, and thoughtful
engagement of all stakeholders, not just those currently underrepresented. All members
share in the responsibility of promoting a safe, welcoming, and respectful environment.

VISION

The Wildlife Society cultivates a safe, welcoming, and inclusive culture that
empowers and supports all members and their work.

The Wildlife Society Council and leadership are knowledgeable of and responsive
to the historic and continued forms of bias, prejudice, and discrimination present
within the wildlife profession.

“The policy of The Wildlife Society regarding workforce diversity within the wildlife
profession is [to]...Promote a professional culture that welcomes individuals from diverse
backgrounds and values the resultant richness of perspectives and contributions.”

The Wildlife Society
Standing Position on Workforce Diversity within the Wildlife Profession
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CONNECTION

“Without to the natural world, participation in conservation behaviors that
will sustain the planet arguably become at risk...Research indicates that residents of
urban areas, individuals from racially and ethnically diverse backgrounds, and
millennials are less likely to visit wild areas such as national parks and forests.”

Stafford, N.T., Welden, R.F. and Bruyere, B.L. (2018), Media reporting of conflict between
wildlife and people spending time in nature. Wildl. Soc. Bull., 42: 246

OUTREACH

= to minorities is crucial if we are to succeed not only in retaining
conservation-related professions, but also creating citizens informed about
conservation issues.”

Griffin, K.R., Glasscock, S.N., Schwertner, TW., Atchley, W. and Tarpley, R.S. (2016), Wildlife conservation
camp: An education and recruitment pathway for high school students?. Wildl. Soc. Bull., 40: 650.

VALUE

“Wildlife agencies and conservation organizations must undergo dramatic mindset
changes to meet the challenges of increasing minority populations if they are to be
successful in winning their support. One important consideration is...the need for
professionals to reject embedded biases and fully commit to accept and cultures
different than their own. This latter point is particularly germane if agencies and
professionals are to make significant progress in winning the advocacy of minorities in
supporting natural resource programs and policies.”

Lopez, R, Lopez, A, Wilkins, R., Torres, C., Valdez, R., Teer, J., & Bowser, G. (2005). Changing Hispanic
Demographics: Challenges in Natural Resource Management. Wildl. Soc. Bull., 33: 561.

TRUST

“People develop in people, not entities....Actions of personnel within agencies
that create a belief by stakeholders that they are being treated fairly and with
benevolence are most likely to build trust....Investments in hiring personnel with
engagement skills and creating decision processes aimed at effective and inclusive
stakeholder engagement can be expected to foster trust and confidence....”

Riley, S.J., Ford, JK,, Triezenberg, H.A. and Lederle, P.E. (2018}, Stakeholder trust in a
state wildlife agency. Jour. Wild. Mgmt., 82: 1534.




LEADERSHIP

The Wildlife Society is a recognized and trusted organization for expertise
on science-based wildlife management and conservation.

A shared public understanding and appreciation of the value of wildlife, science, and
management determines the degree to which society shows its support with funding
and trust in our profession’s work. To be recognized as a prominent, trusted leader in
wildlife conservation, The Wildlife Society must demonstrate a commitment to all of its
stated values: integrity, service, excellence, knowledge, and inclusiveness.

This includes truly embracing the complexity and value of diverse stakeholder interests
through actively assessing and addressing gaps in our current strategies and
operations, broadening outreach efforts, and better understanding the concerns and
needs of the wide range of people affected by wildlife management and conservation,
including those unaware of their connection to wildlife. Reluctance to adapt to changing
values or engage with a broader stakeholder base could result in adverse opinions
towards, and loss of trust in, the role of wildlife professionals.

Meaningful recognition of traditional ecological knowledge, increased cultural
competency, active engagement in learning opportunities, and creation of accessible
pathways will help to enhance the efficacy of current and future leaders of TWS.

VISION

The Wildlife Society Council, staff, and membership represent the richness of
human diversity involved in efforts to discover, educate, inform policy, and
involve the public in wildlife science and management.

The Wildlife Society champions greater access, participation, and representation
in wildlife science, management, and conservation and supports research,
understanding, and awareness for issues of concern from all nations and
underrepresented communities.

“The policy of The Wildlife Society regarding workforce diversity within the wildlife
profession is [to]..Support policies, programs, and practices that advance efforts to
recruit, mentor, and retain professionals from a broad spectrum of identities reflective of
the overall human population, including individuals from historically underrepresented
backgrounds.”

The Wildlife Society
Standing Position on Workforce Diversity within the Wildlife Profession



https://wildlife.org/tws-standing-position-workforce-diversity-within-the-wildlife-profession/

BARRIERS

SUPPORTS

“Results indicated that the programs studied failed to address some important barriers...which may
inhibit minority recruitment and retention into the natural resource career field.”

Haynes, N., Jacobson, SK. and Wald, D.M. (2015), A life-cycle analysis of minority underrepresentation in
natural resource fields. Wildl. Soc. Bull., 39: 228.

Table Excerpt: Barriers and supports for recruitment and retention in natural resource careers at different stages in the life cycle

-

Life-cycle stage
Career
Personal influences
Perceptions or predispositions toward nature
Contextual influences
Social factors
Social barriers or discrimination
Mentors
Structural factors
Institutional diversity
Experiential factors
Recruitment efforts
Access or exposure to nature

Exposure to the field

Outcome expectation
Attitude about natural resource professions

MAJORITY

Articles describing barriers

147, 24°, 25, 26°, 27°, 28", 42°, 47

2, 3, 20, 26, 32, 33", 35, 44

Articles describing supports

1,2, 11, 12, 15, 16, 20, 26, 33 20, 33
2, 11, 12, 15, 16, 20, 26, 47, 48
15, 26, 47 47
1, 18% 19% 22° 23% 24% 26, 36%, 37, 38", 29
40, 42%, 46%, 47%, 48°, 51°
1, 3,15, 26 3
1,3,25,47 32°

MINORITY

“The 2 respondent groups had many conflicting perceptions about careers in natural resources. They
disagreed that minorities lacked information about careers and were underrepresented in the natural resource

| &

workforce, about career opportunities for minorities, about the job performance factors that lead to career
advancement, about the degree to which the workforce is ethnically representative of the United States'
population, that hiring practices were equitable and fair, and about the public image of professionals.”

Adams, C., & Moreno, M. (1998). A Comparative Study of Natural Resource Professionals in Minority and
Majority Groups in the Southeastern United States. Wildl. Soc. Bull., 26: 980.

Table Excerpt: Ratings of statements about careers in the natural resources by majority- and minority- natural resource professionals

. |

Levels of agreement’

Recommendations® n 1 2 3 4 5
Agency development and support of minority student
internships
Majority 661 8.02 13.77 26.02 41.15 11.04
Minority 500 3.00 3.80 8.80 37.80 46.60
Active recruiting of minorities for available positions
Majority 662 13.14 19.18 24.77 33.84 9.06
Minority 498 3.21 2.61 9.44 37.35 47.39
Agency-sponsored cultural-diversity programs on the value
of ethnic diversity in the workforce
Majority 662 9.82 16.31 40.03 29.46 4.38
Minority 498 3.41 4.62 18.07 40.96 32.93
Advertising career opportunities in minority publications
and networks
Majority 663 3.62 6.64 23.38 56.41 9.95
Minority 498 2.41 1.41 8.63 44.38 43.17
Forming minority support groups in the workplace
Majority 663 15.99 27.30 42.38 12.22 2.11
Minority 496 6.05 9.48 27.22 30.44 26.81
Agency-sponsored continuing education programs for
minority employees
Majority 662 15.71 25.98 30.66 24.47 317
Minority 498 4.02 5.42 15.46 39.56 35.54
Establishing minority mentorship programs in the workplace
Majority 661 10.89 17.10 37.67 29.95 439
Minority 500 4.00 4.00 22.80 37.00 32.20

* Levels of agreement were 1 = strongly disagree, 2 = disagree, 3 = no opinion, 4 = agree, 5 = strongly agree.
® Chi-square test significant at P< 0.0001 for all recommendations.
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“I have purposely presented the
land ethic as a product of
social evolution because nothing
SO important as an ethic is
ever ‘written’... It evolves in the

minds of a thinking community”’

Aldo Leopold
A Sand County Almanac
President, The Wildlife Society
1939-40



















