
 JEDI Committee Meeting Notes 

 Meeting notes 2022.12.01 
 Committee members in attendance: Luke Hecht, Nik Vetr, Cat Kerr 
 Additional sta� participating: Jacie Woznicki, Bonnie Flint, Grey Fernandez 
 Additional sta� cited in these notes: Mark Onley, Mal Graham 

 Topic 1: Board compensation (follow up from September meeting) 
 ●  Recommendation that resulted the last discussion: 

 ○  Explore this idea further. 
 ○  Actionable steps: (SvdP): NV can talk to Jason because the pay is Ops related + JO has 

 experience working with boards. NV will see if people can have access to helpful/relevant 
 website he found. 

 ○  Explore how previous decisions to compensate work were determined, e.g. do paid work 
 tests promote DEI goals? 

 ●  Was there any progress made on any of those plans? 
 ○  NV: Complex legal limitations; we’re not familiar with all the laws. NV and JO have 

 discussed a little but it’s still under investigation whether we  can  do it (whether we  should  is 
 still a question.) 

 ○  RP recently announced compensation for board positions — could set a precedent. But 
 they’re incorporated in CA, so di�erent laws apply. (We’re incorporated in MN.) 

 ●  What’s next? 
 ○  Board treasurer interviews are underway but that position won’t be compensated. 
 ○  When the board expands later next year, we’ll need to decide how to handle those positions. 
 ○  Ops team is working on legal considerations. 

 Topic 2: JEDI suggestions for ORCAs (follow up from meeting with Mark) 
 ●  MO: Goals for this JEDI review 

 ○  What we hope to achieve: 

 ■  To empower WAI teams to operate more inclusively and equitably by making it 
 easier for them to incorporate JEDI targets in their 2023 Actions 

 ○  How we plan to do it: 

 ■  Focus on  RCs 

 ■  As a group, aiming to provide at least  1  JEDI suggestion per RC, but zero 
 suggestions is acceptable for particularly challenging RCs 

 ●  Don’t choose between being realistic and ambitious: o�er both 



 ■  Spend no more than 2 hours each on this review, and will document what has been 
 done and what remains to be reviewed. 

 ■  Aim complete this review  before curtailment  (by Dec. 16) and plan to reassess how 
 to finish the review in January. 

 ●  MO:  Tips for taking goals from SMART to SMARTIE 

 ○  Mind the “How” 

 ■  If the outcome specified in the goal isn’t specifically promoting equity and inclusion, 
 is the process of achieving this goal going to improve equity and inclusion on our 
 team/organization? 

 ○  Check for unintentional disparate impact 

 ■  What unintended disparate impact might result from this goal? 

 ■  Who have I consulted to check for unintended negative consequences? 

 ■  Any key stakeholders I’m missing from this list? 

 ○  Make your metrics matter 

 ■  If I added an outcome or activity goal related to a specific marginalized community, 
 will achieving this goal help build power and/or shrink disparities for this 
 community? If so, how? 

 ○  Use TMC’s Goals Bank for inspiration 

 ●  CK: Specific to research ORCAs: Should we prioritize this by February? 
 ○  Are we able to prioritize this? (Keeping in mind that the research team members will be 

 heavily involved) 
 ●  MO: All other ORCAs: What do we think should be the process for getting this done? 

 ○  Two hours of work per person by Dec. 16. At the end of that, document what’s remaining 
 and determine whether we think can finish the rest in January 

 ○  Aiming for 3 suggestions per RC, but 1 at minimum 
 ○  Divide and conquer? Or each come up with 1 suggestion per ORCA? 

 ■  NV suggestion: In order of who works on the task, we start by trying to make sure 
 every RC has 1 suggestion but if time allows then we add the subsequent 
 suggestions. Could add a “+1” if you agree with a suggestion someone else already 
 added. 

 ■  LH: Do whatever is most useful within the 2 hours, while keeping in mind the 
 minimum goal not to leave any RCs with 0 suggestions. 

 ■  NV: Pooling perspectives probably preferable, so makes sense for us all to try to 
 make suggestions on all 58 RCs. 

 ■  Plan: Luke starts from left to right; Cat starts from right to left; Nik starts in 
 the middle. Aim for 1 suggestion per RC during first two hours. Later in 
 January, we can all review all RCs and add 2nd and 3rd suggestions to them. 

https://www.managementcenter.org/resources/smart-to-smartie-embed-inclusion-equity-goals/


 Topic 3: Getting a JEDI consultant to analyze our grants program 
 ●  MG: We have $15,000 in the OP grant budget to spend on DEI consulting regarding our grants 

 program. The goal from my POV would be to have someone help us think through our review 
 processes and application solicitation etc. to avoid replicating bad norms and lack of equity in the 
 academic environment within our own program. 

 ○  BF: This snippet is probably specific and short enough that you could give it to someone as a 
 summary of what we’re looking for. Also tell them we need someone who’s familiar with 
 science, academia 

 ●  MG: It seems like it would be worth someone spending at least a little time looking for options, and 
 maybe for those of us with academic contacts to ask if anyone has used a consultant for DEI work 
 who is very familiar with academia. Then, even if they need some context on our program 
 specifically, they would understand the general environment we're operating in. 

 ●  MG’s questions 
 ○  Does anyone have bandwidth to try to find a new DEIJ consultant with some experience 

 analyzing grants programs, ideally consulting with academic groups? 
 ■  NV: Does not have bandwidth going forward, but asked around a little. No one had 

 a good lead. 
 ●  Another route to try: He has seen long reports about diversity in 

 STEM/academia and we could cold email the authors of those types of 
 reports; make an o�er directly. 

 ○  Eg 
 https://www.aip.org/diversity-initiatives/team-up-task-force/me 
 mbers 

 ●  Also individuals who have written explicitly about JEDI in biology 
 ■  BF: Doesn’t know consultants specific to academia, but hired a consultant for 

 education DEI work. Also knows someone who does this in the medical field 
 (probably better for our purposes) — or that person might know others. 

 ■  JW: Thinking about people she used to work with, in case they know anyone from 
 the university or other universities. 

 ■  GF: A few people come to mind they could ask. One person was part of DEI dept at 
 FIU, they might know someone who does consulting. Another was director of the 
 pride center, they might have some referrals. 

 ■  LH: Can ask Kelly; she has a lot of experience with UK-based granting. 
 ○  MG: Luke, would you as grants program lead want to be the main point of contact for such 

 a project? 
 ■  LH: Yes. But it might actually make sense for Kelly to be the main point of contact, 

 but CCing Luke. 



 ○  MG: Does anyone have specific ideas for what a great version of this consulting project 
 could look like? 

 ■  What kind of analysis do we want? 
 ●  NV: My thinking would be they'd take whatever volume of data we're 

 allowed to share (anonymized reviews of text? summary stats of each step 
 of the funding pipeline?) and identify where in that process di�erent DEI 
 objectives (supplied by us or synthesized by them) are being met and not 
 met, or could otherwise stand to improve (eg if a problem did not arise in 
 one case but given some underlying practice is likely to arise in another). 
 Then, they'd put together a list of distinct, actionable suggestions, with 
 some estimate of expected costs, risks, & benefits, that specific suggestions 
 could be prioritized over others. 

 ○  (Someone gathers a body of data for us and then recommends next 
 steps. Or even if they can identify problems in our processes and 
 then leave it to us to solve them.) 

 ●  Individual vs organization/agency: Either is probably fine, but an 
 org/agency has an established track record and multiple collaborators, 
 which might be more e�ective. 

 Topic 4: Committee leadership and project management 
 ●  CK: How should the committee be structured? What roles are needed? 

 ○  CK: We haven’t had an o�cial project manager, which led to JEDI work stalling at certain 
 points between meetings. (NV collaborated with board; CK/LH collaborated with sta� a 
 little. But then there were gaps of time that we weren’t doing much actively.) 

 ○  BF: having one person as a project manager would probably be helpful. If we don’t have 
 someone else who’s willing to be that, BF would be willing to. 

 ○  GF: Interested in taking on the project manager type of role in the future, but at this time 
 not sure what their workload will look like when they are fully up and running in their role. 
 Doesn’t want to overcommit too early. 

 ○  JW: Feels too new and unfamiliar with workload, norms, patterns, etc. to know what she is 
 fully capable of committing to. 

 ●  Facilitating meetings: Has been on a rotating schedule. Probably ok to keep that structure. 
 ○  LH o�ers to lead the next meeting Q1 2023. 
 ○  NV: The first person they interviewed for board treasurer expressed a lot of interest in JEDI 

 and might be able to swap out with him. 

 Topic 5: O�ering more benefits to increase equity and inclusion 
 ●  GF: This may include providing at least partial coverage of spouse and/or family insurance 

 premiums, 403(b) plan (with or without matching from WAI), fertility insurance (such as Progyny. 



 Di�erence between fertility coverage for medical reasons and social reasons.), developing retirement 
 transition plans or additional retirement benefits, etc. 

 ●  Without these benefits, we may lose potential hires who need to make employment decisions based 
 on these benefits as they have no other means of accessing the relevant resources 

 ●  Are there additional benefits we should consider? 
 ○  Pet insurance 
 ○  Tuition reimbursement 
 ○  Health/wellness benefits: For example, reimbursement for gym membership, subscription 

 to a meditation app (Headspace) 
 ○  Consultations with a dietician — could help with inequitable access to dietary resources and 

 education. (Insurance package might cover some sort of consulting already; not sure) 
 ○  Childcare stipend 
 ○  Uncertain whether any of these would be likely to achieve JEDI goals, but they’re worth 

 thinking about. 
 ●  JW: We should do a better job advertising the benefits when we post jobs. She didn’t realize we had 

 a medical plan until after she joined sta�. 
 ●  What questions would we need to answer (what research would we need to do) so that we can make 

 an informed recommendation to Ops/leadership? 
 ○  What does our insurance currently cover in detail? And announce to sta� clearly. 
 ○  CK will contact Jason about these ideas. 


