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■ INTRODUCTION

Historically, our society and organizations have developed
consciously and unconsciouslycultures, which stratify across
social identitiesethnic, racial, gender, religious, or other. The
result is preferential treatment for certain identities1 and organi-
zational skepticism by those who do not possess those identities,
particularly when a critical mass of diverse persons is absent.
For employees, such skepticism may center on compatibility
with long-term career goalsquestioning environmental
threats, biases, stereotypes, and the devaluing of different per-
spectives at work.2−10 The prior happens regardless of
preferential treatment providing “an initial basis for deciding
who the other is, who we are in comparison with, and therefore
how each of us is likely to behave”.11

One organizational sector where the disparity in identity
representation and identity stereotypes has been most promi-
nent is in science, technology, engineering, and mathematics
(STEM). The demographics of the STEM workforce is dis-
proportionate to the national average for persons of African,
Hispanic/Latinx, and Native/Indigenous ancestries.12 While
there have been multiple levels of interventions to improve the
diversity of the pipeline in STEM, specifically with chemistry
practitioners, the number of Blacks employed in STEM has
only grown from 3.5% to 4.8% from 1993 to 2015.13−17

Interrupting this narrative requires a reconceptualization of
inclusion fueled by an energy for change.18 Of late, in many
organizations, participants felt an increased energy to mobilize
and activate as the media spotlighted the very public deaths of

Black persons such as George Floyd, Breonna Taylor, Maurice
Gordon, and the many others who spawned the Black Lives
Matter movement. The prominence of these events galvanized
organizations to survey their environments, identify internal
problems and solutions, and communicate this information
both internally and externally to stakeholders. These stake-
holders include both the community of people who will be
responsible for enacting the policy (management, leadership,
workers/employees, and trainees) as well as the community
consumers of the policy in both action and reaction. The most
common communication vehicle used, in response, was the
issuance of diversity, inclusion, respect, and equity (DIRE)
statements. The results were mixed, as most were reactive,
short-term, nonactionable statements. Statement developers,
experts in their own right, issued statements suggesting many
were untrained, unversed, and ill-prepared to apply the steps,
language, and theories required for successful and meaningful
outcomes. Furthermore, when organizations are devoid of
relationships with those affected by the crisis, the impact of
response statements is often lessened, short-lived, and
cyclical.19
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In light of the Black Lives Matter movement, the Science, Technology, Engineering, and
Mathematics (STEM) community has had to reflect on how their organizations can address their
disparities in identity representation. To that end, the ACS Committee on Minority Affairs (CMA) has
been called upon to advise various levels of the chemistry enterprise in their interventions, such as
structured and actionable policy statements. As a result, this work was created to provide a model
for all organizations to write catalytic diversity, inclusion, respect, and equity (DIRE) policy
statements. The model herein acknowledges active tensions and leverages theory, analysis, and
practical experiences in an eight-sentence structure completed in four steps. It also provides criteria
for evaluating and updating existing statements.
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Though well intentioned, many DIRE statements fail to
initiate climate change or inclusivity as they fail to consider or
understand the people and literature that should underpin
them. Most are crafted only to be immediate response or
position statements and designed to mitigate the blame that
could be negatively attributed to the organization.20−22 There-
fore, it is critical for an organization to understand whether their
intent is to craft a response statement or a policy statement.
The difference in statement types is that response

statements offer crisis response strategies. They are commu-
nication tools used to respond in the face of a crisis with the
primary goal of protecting the organization from legal
ramifications. They are not meant to protectnow nor into
the futurethe persons impacted by the crisis.20 It is about the
organization’s bottom-line. Policy statements, on the other
hand, are realistic and actionable. They are designed to provide
direction for the organization as a whole especially for those
who work in and for it.23 The intended impact here is long-
termownership of the statement is aligned with performance
evaluationleading to change in organizational structure,
culture, and processes.24,25

Organizations must also decide whether their statement is
intended to be aspirational or actionable in nature. Aspirational
statementsthough not the scope of this current manu-
scriptare often good starting places, but organizations must
not stop there. Actionable statements are preferred, but DIRE
statements can also be aspirational, signaling the organization
is working to achieve the goal of inclusion but that its culture
may still be fraught with disparities and biases.26 Actionable
and realistic statements are needed. These statements lead to
visible and tenable results, perhaps best when in conjunction
with an operational strategic plan.
The extant literature on DIRE or diversity statements account

only for their existence and potential role in institutional out-
comes but offer no direction on components or steps to design
such statements.27,28 While there may have been an uptick of
literature in this space due to the current societal climate, there
is currently a void in the literature toward the best practices for
crafting these statements. Thus, the authors offer a model to
methodically craft DIRE statements. This model employs the
same doctrine of interconnection typically followed in theo-
retical chemistrywhere theories describe the mechanism,
guide the systems, and are combined in a basic model to be
adapted and edited to fit the specific environmental problems,
solutions, and opportunity possibilities. As a result, this model
gives direction to anyone crafting actionable policy statements
that can be easily applied to any scientific, and specifically
chemistry, organization. The organization can then add layers to
the simplicity of this model as they define their culture and objec-
tives, complete their environmental scan, and include stake-
holder concerns. Environmental scans should be initiated by
leadership (particularly as a public recognition of concerns
raised by stakeholders), conducted by a representative group
(at least three to five persons inclusive of at least two members
who would be impacted directly by the work, and those
having research/data analysis skills), analyzed by institutional
research partners, and shared by institutional communication
partners. This ensures wide knowledge, buy-in, and full disclosure.
However, the authors also note that there may be organizations
that lack the internal experience in or comfort with DIRE
concepts, terminology, and legalities particularly within a STEM
environment. In these instances, organizations should seek to
incorporate group members from external entities skilled in

DIRE training and evaluation. The outcome may also vary
on the need for added emphasis around worker motivation,
commitment, and productivity while grounding the work in the
impacts of oppression, conflict, and social change.
This modelacknowledging active tensions that often go

unnamedleverages theory, analysis, and practical experi-
ences. The theoretical tenets of critical race, organizational
(Cohen and colleagues model), and decision-making (ETHIC
model) theories undergird the base of this model for DIRE
policy statement construction. The model presented here
proposes an eight-sentence structure completed in four steps:
(1) purpose, (2) position and methodology, (3) action and
metrics, and (4) scope and reach of the statement. By imple-
menting this model, any organization, especially scientific
organization, may be able to develop and adopt actionable
DIRE policy statements and demonstrate awareness to
environmental factors.

■ KEY VARIABLES IN DEVELOPING DIRE
STATEMENTS

A DIRE policy statement defines the role of diversity within
the organization. It signalsinternally and externallya
specific commitment and strategy toward inclusion and equity.
DIRE policy statements frame the organization’s methodology
for building a respectful, engaged climate, and outrightly
acknowledges the personal and community pain. It commu-
nicates that everyone associated with the organizationnot
just the marginalized groupsare responsible for change.
Before beginning to craft a DIRE policy statement, two

preliminary notations are framed: need for an environmental
scan and understanding of the burden. First, organizations
must complete an environmental scan. The success of an envi-
ronmental scan speaks to the statement’s successful adoption.
Identity safety research points to those in minoritized positions
being leery of obvious and hidden motivations in crafting
DIRE policy statements because they assume an inherent
possibility that those who hold power will often exercise it in
hidden ways or attempt to gain profitoften unequally
distributedat the expense of those without power.2,4,29,30

Thus, assessing internal and external organizational factors
threats, goals, culture, values, strengths, challenges, change
drivers, and opportunitiesis a necessary preliminary
step.31−34 Environmental scans form the evidence for framing
the organization’s DIRE policy statement. Scans also help to
unearth the organizational pain points. Boldly doing this work
exposes the two-class structure upon which most organizations
are built: those with power and those without, those with
valued and privileged voices and those without, oppressors and
oppressed, and the haves and the have-nots. Furthermore, it
ensures the statement does not overidealize a utopia of quick
and successful climate change. Table 1 includes some examples
of relevant environmental scanning or climate survey tools that
could be used or referred to during this process.
Second, the burden. Organizations must acknowledge that

while it is common for persons affected by DIRE policy state-
ments to be asked to create them, they already bear a heavy
burden.41−43 Often the same minority persons are repeatedly
asked to serve on every committee or task group where diverse
representation must be “shown”. With such work often
unrecognized or compensated, and not part of primary job
duties, these persons often have very little time to do the task
for which they were hired. In academia, it may mean they fail
to have extensive grant portfolios, publications, and limited
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innovation. For some, the burden of being stigmatized as the
“diversity hire” also means they must work three to four times
as hard to excel, stand out for excellence, and be recognized for
their skill and knowledge.42 They are often tokenized, yet
rarely promoted or advanced because they must continue to fill
the needed “diversity slot”. We have seen that others outside
the minority identities feel ill equipped to jump into diversity
conversations and continue to pass-on the work. Using the
DIRE model for crafting policy statements can alleviate many
of the burdens and share the work. With clear steps and
expected outcomes there is an opportunity to teach others,
forge consistency in construction, provide evaluation, and
foster organizational buy-in from all. Knowledge is thus shared
enabling all relevant stakeholders to be engaged in the work.

■ DIRE POLICY STATEMENTS AS A CATALYTIC
MECHANISM

Scientific organizations, from all employment sectors, are
examining their methodological and psychological framing
around an antiracist agenda. As they do, they are expanding
their knowledge of racism and bias and making their business
practices more equitable. Crafting a DIRE policy statement is
often one strategy used in this reframing. DIRE policy state-
ments enable organizations to be transparent with their work
on inclusion. When made public, these statements also allow
for intentional internal and external communications around
the organization’s core values and organizational metrics for
success. In identifying, naming, and publicly stating their
position around DIRE, participants of such institutions
especially those from minoritized backgrounds who perhaps
experience the most consequences from lack of or unclear
statementcan present their best selves.44 When DIRE policy
statements are divorced from or weakly aligned with the
organization’s advertised mission, vision, strategic plan, and
employee evaluation metrics, an ugly underbelly emerges
between what is publicly stated and what exists behind closed
doorswhere discrimination, lost voices, nepotism, sexism,
racism, and other “isms” live. Poorly constructed statements
then set the stage for environments which further exclude
minoritized groups.
Done well, actionable DIRE policy statements give common

language around difficult topics. Because of clear parameters, it
helps to lower the activation energy necessary for change in an
organization. Other benefits of an actionable DIRE policy
statement include providing a dialogue platform for unit based
strategies; framing a structure for acknowledging and exam-
ining the impact of social inequalities; aligning institutional
cultural values; communicating awareness; and identifying the

place of civil discourse, power relations, intercultural commu-
nication, conflict resolution, and leadership in the organization.
Additionally, DIRE policy statements may also give voice to
and social credibility for external conversations around how the
community may interact with the evolving organization and its
workers. Finally, DIRE policy statements offer opportunities for
organizational self-assessments and examinations of its struc-
tureshistorical and current, admitting imperfections but
trying. Brene Brown in her book Daring Greatly offers the
following inspiration for this type of risk-taking communica-
tion:

“When we spend our lives waiting until we’re perfect or
bulletproof before we walk into the arena, we ultimately
sacrifice relationships and opportunities that may not be
recoverable, we squander our precious time, and we turn our
backs on our gifts, those unique contributions that only we
can make. Perfect and bulletproof are seductive, but they
don’t exist in the human experience.”45

In sum, the goal of using a model for crafting actionable
DIRE policy statements is to catalyze the formation of a more
inclusive climate, in hopes of forming democratic citizenship
where all stakeholders are constantly participating in self-
evaluation and awareness of behavior, where the organization
is clearly communicating channels for reporting standards,
repercussion for violations of those standards, and appropriate
safeguards meant to protect all.46

■ FRAMEWORKS UNDERPINNINGS THE MODEL

Two frameworks underpin this model for crafting a DIRE
policy statement: (1) theoretical frameworks for understanding
human interactions and societal grouping (e.g., critical race
theory, theory X, Y, Z, and symbolic interaction perspective);
and (2) organizational frameworks informed by decision-
making theory (e.g., ETHIC model of decision-making and the
garbage can model).

Theoretical frameworks. Critical race theory plays a
pivotal role herein. Critical race theory is a contemporary look at
the intersections of perceptions of communities of color on race
and systemic sources of maintaining power structures. It explores
marginalization dynamics in scenarios and appropriate methods
for removing or addressing identity-specific perceptions of
stereotypes, judgments, or restrictions such as increasing
concentrations of similar but diverse identities. Other aspects
of applying the theory have been suggested including acknowl-
edging solution interest convergence, asset and not deficit
building focusing, recognizing variability in ethnicity/race
group effects and perception of policies and spaces, and affect
evaluation of policies and procedures leading to reconstruction

Table 1. Example DIRE Environmental Scanning Tools

diversity survey tool application environmental factors

academic STEM inclusion survey35 academic educators of
undergraduate STEM majors

support from faculty support, approachability of administrators, classroom environment; sense of
belonging in STEM; major support; and advising

engineering department inclusion
level (EDIL)36

academic engineering
departments

feeling welcomed, respected, valued, and supported

diversity engagement survey
(DES)37

academic medicine common purpose, trust, appreciation of individual attributes, sense of belonging, access to
opportunity, equitable reward and recognition, cultural competence, and respect

measuring diversity practice &
developing inclusion38

organizational workplaces Employee perceptions of leadership (senior managers, immediate manager), values, recruitment,
promotion/progression and development, fitting in, bullying/harassment, dialogue, organizational
belonging, and emotional well-being

organizational & personal
dimensions in diversity climate39

organizational workplaces employee perceptions of conscientiousness, job involvement, and innovativeness across ethnicity
and gender differences

multicultural school climate
inventory (MSCI)40

secondary schools interpersonal relationships, teaching and learning, and organizational cohesion that ensure equity,
happiness, and success in schooling
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to remove systemic favoring toward majority identities.47−52 It
highlights concepts of conflict and power and assumptions of
human motivations at work. Calmore (1992) says critical race
theory challenges the thinking that the dominant social group
or identity has experiences and perspectives that are
universal.53 It explores how authoritative standards and
thoughts, or behavioral patterns are considered normal when
conforming to the white experience but may be non-normative
to people from groups outside of that social identity. Evident
are the feelings of insecurity experienced by persons in
organizations absent a critical mass of people from diverse
identitiesidentity threat.30

The interconnectedness assumptions of critical race theory
and identity threat can be further explained by McGregor’s
organization theory on beliefs and motivation.54 McGregor’s
Theory X assumes participants in institutions dislike work and
thus must be coerced toward achievement. McGregor’s Theory Y
conversely assumes humans are self-directed and practice self-
control in service only to clear objectives to which they are com-
mitted and that of which the institution shares. Participants are
therefore able to contribute creatively to the solutions of the
organization’s problems as they are invested in the inherent
good of the institution and all in it.54,55 Ouchi’s Theory Z
emphasizes collective decision-making and responsibility.
Theory Z centers on three tenets: (1) I believe that you
understand my point of view; (2) I believe that I understand
your point of view; and (3) Whether or not I understand this
decision, I will support it, because it was arrived at in an open
and fair manner.56,57 Together, these three motivations about
worktheory X, Y, and Zframe biased perceptions of
people and work fueling pain points.
The latter, Theory Z, is the position from which most DIRE

policy statements are often written and thus their limitations.
In failing to consider the multilayered views and positions of
workers and work, it self-sabotages. If a statement fails to
consider meaning through the process of interaction and
participant energy activation, it has failed to meet the need for
which the statement should be written. Symbolic Interaction
Theory offers a redress through its three core principles: meaning
(action or thoughts based on prior experience), language (means
to negotiate meaning through symbols), and thought (modify
behavior and language based on interpretation of symbols). All
three principles must be incorporated intentionally within the
content of a DIRE policy statement as meaning is central to
human behavior and language is how humans come to identify
meaning and namingthe extent of knowledge. Therefore,
if DIRE policy statements are to be actionable they must
invoke thoughts, grounded in meaning-making, which fosters
mental shifts in role taking and views.58−60

All of these theories have been presented not to redress the
shortcomings of the other but to define the various per-
spectives that must be considered for implementation of the
policy statement. Theories X, Y, and Z help frame the context
for the organizational culture of work and worker expectation
as an essential consideration for the implementation strategy.
Symbolic Interaction Theory frames the context behind mean-
ing, thought, and language embedded within the foundation of
the organizational climate or culture. Together, they provide
the necessary framework for the policy writers to write an
effective and actionable tool for the organization.
Organizational Framework. An actionable DIRE policy

statement includes the organization’s decision-making plan for
adoption. As noted herein, the organizational view of workers

fuels any decision-making strategy. Decision-making theory
offers the examination of choice, criteria, and heuristics, though
often riddled with value judgments.61 Objectivity in decision-
making is necessary. Congress (2000) offers an ETHIC
framing to remain objective. ETHIC represents the Examina-
tion of relevant values; Thinking about ethical standards, laws,
case decisions; Hypothesizing about possible consequences of
the decision; Identifying who will benefit and who may be
harmed by the decision; and Consulting with colleagues about
the most desirable outcome.62,63 Cohen, March, and Olsen
(1972) add that if a decision is viewed as an ‘outcome or
interpretation of several relatively independent streams, within
an organization, then the decision must include four other
variables: stakeholder participants, stakeholder problems,
solution responsibility, and choice opportunities.29 Congress’s
ETHIC model frames the questions, but Cohen and Olsen add
aspects that frame stakeholders and actions. Each variable is
directly impacted by related streams: streams of choice,
streams of problems, rate of flow of solutions, and streams of
energy from participants. Our model for crafting DIRE policy
statements infuses this framing.

■ MODEL FOR CRAFTING A DIRE POLICY
STATEMENT

As a result of compiling the previously discussed organizational
concepts (e.g., environmental scan, burden, ETHIC, Cohen
tenets), the statement developer(s) can have the language
necessary to apply the model using the diagrammed com-
ponents in Figure 1 and craft the DIRE policy statement.

The DIRE policy statement is often eight sentences organized
into one cohesive paragraph. There are four distinct parts:
(1) Purpose (1 sentence); (2) Position and methodology
(3 sentences); (3) Action and measurement (2 sentences);
and (4) Scope and reach (2 sentences). Here, we describe each
step and provide a supportive example.
Step (1) Purpose. The Purpose examines the problem,

people, system, and core values in the organization (Figure 2).
Much of this is collected from the environmental scan and
evaluation of burdens. This purpose or position information in
compiled into one sentence. This first step asks the statement
developer(s) to consider what problem is being solved, who
are the people affected, what systems are chaffing against each
other, and what is my organization’s position on these

Figure 1. A model for crafting a DIRE policy statement.
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questions? Using the answers to the questions, now construct
the first sentence being sure to name your organization and
state the purpose for the statement.

Example: (1) At Organization X, to maintain an inclusive
workplace, we see no place for racism in our workplace.
Step (2) Position and Methodology. Consider using the

answers from step 1 to frame the position and methodology
(Figure 3). Review and answer these questions alongside the
organization’s core values and reward systems.

Position and methodology uses the decision-making frame-
work of the ETHIC model, exploration of opportunities,
solutions, execution plan, and evaluation. This step includes
the construction of two sentences that underpin the inter-
connectedness of the stakeholder and action variables within
the context of the decision-making frameworks. It is in this step
that the authors will distill the information about the relevant
stakeholders and their related responsibilities/actions. The
author must consider how the consumers of the policy must
interact with it, what organizational revisions in decision-
making should happen for your vision to become reality, and
how external partners and community members should
interpret the policy. The answers to these questions help to
make the statement actionable and ready for public con-
sumption. It also begins to frame a method for implementa-
tion. The methodology portion of this step asks that you frame
your answers around the important strategic implementation
questions of “who”, “how often”, “sanctions or violations”,
“opportunities”, and other logistics. The language used in this
section should reiterate the organization’s commitment to
dynamic re-evaluation of its systems and solutions. Upon
considering all of these factors, authors are now ready to
construct two sentences being sure to name who is impacted,
your core values, methods or opportunities/units available to
materialize these values, and time frame and sanctions to
ensure achievement of goal.

Example: (2) [Name Organization] do not condone
discrimination of any kind. (3) This statement affects all
employees as we value the rights, dignity, voice, and worth of
all employees.
Step (3) Action and Measurement. The action and measure-

ment names the metrics and locale of work as three sentences
(Figure 4). This third step calls the statement developer to

consider sanctions in step 2, methods proposed, plan for
regular monitoring, and provisions to make the statement
actionable. Consider reviewing where performance or evalua-
tions are often done, what rewards systems are in place, and
what metrics matter to employees for their time and effort,
where recognition may be needed, and what impacts the
organization’s bottom-line.
As the three sentences are constructed, the author should be

sure to include implementation units, evaluation metrics,
violation sanctions, and time frame for revisions.

Example: (4) We provide a DIRE unit and reporting mech-
anisms to voice both successes and failures in support of
these values to be reviewed annually, but efforts to be
inclusive and equitable in our practices are ongoing and
suggestions are welcomed anonymously via dropbox.
(5) Actions taken via this statement include the addition
of two metrics: (1) A metric added to all employees’ perfor-
mance evaluation for engagement in and support of DIRE
and (2) A metric added to the organization’s annual eval-
uation of success for support of an inclusive climate. (6)S
anctions for violation of this policy statement can include up
to the loss of employment.
Step (4) Scope and Reach. The Scope and Reach sentences

list the affected stakeholders, participation energy, terminology,
and decision-making (Figure 5) and are the last two sentences.
This section states explicitly the groups included or excluded in

Figure 2. Step 1 - Defining the purpose of the DIRE policy statement.

Figure 3. Step 2 - Defining the position and methodology of the
DIRE policy statement.

Figure 4. Step 3 - Defining the action and metrics by which the
organization will evaluate their system wide implementation of the
DIRE policy statement.

Figure 5. Step 4 - Defining the scope of the DIRE policy statement
and the relevant roles of the participant stakeholders in the statement’s
actionable reach.
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this policy. Care should be taken to include the most recent
identity terminology and ensure the language does not further
marginalize the affected people. Language examination or
requirement for political correctness in speech and text in
policy statements may appear at a nascent stage in DIRE when
discussing microaggressions, slights,64 identity-first,65 or critical
discourse66−68 to some. The reverse is true, as monocultural
communication has permeated our history69 forcing us to see
the other as outside our genre and discourse because they do
not fit our style or semiotic way of being.66−68 The legal field
and disability conventions around personhood65 have long
required self-checking of proper language use or attention to
language that invalidates, though well intentioned or subtle in
form as it still discriminates. Writers unfamiliar or uncomfort-
able with these pitfalls should include input from their
organization’s support units or partners responsible for cultural
competency and applicable governing laws.
This section should also define how the statement may

mirror, differ, or intersect with existing institutional, state,
federal, or international policies. Being mindful that adoption
of only part of another policy may cause misinterpretation and
mixed-messages may also occur if an entire policy or related
code(s) of conduct is adopted that is in direct contradiction to
each other.
Clear communication of the scope avoids questions about

the intended reach and impact of the statement. As the authors
craft these last two sentences, they should be mindful to name
who the policy governs using common legal and statute
terminology, what prior policies are supported, and who com-
municates streams of decision-making in participant activation
energy and implementation.

Example: (7) This policy governs all groups impacted
disproportionally by diversity, equity, and inclusion and
upholds existing policy supporting the same, in compliance
with all applicable laws and regulations. (8) All members
can aid in decision-making, as organization climate is all
our collective responsibility.
As a result, these different pieces of the model are syn-

thesized into one continuous paragraph. This compilation of
the four steps brings together a complete policy statement that
is actionable throughout organization’s strategies.

At Organization X, to maintain an inclusive workplace, we
see no place for racism in our workplace. [Name
Organization] do not condone discrimination of any kind.
This statement affects all employees as we value the rights,
dignity, voice, and worth of all employees. We provide a
DIRE unit and reporting mechanisms to voice both successes
and failures in support of these values to be reviewed
annually but efforts to be inclusive and equitable in our
practices is ongoing and suggestions are welcomed
anonymously via dropbox. Actions taken via this statement
include the addition of two metrics: (1) A metric added to
all employee performance evaluation for engagement in and
support of DIRE and (2) A metric added to the
organization’s annual evaluation of success for support of
an inclusive climate. Sanctions for violation of this policy
statement can include up to the loss of employment. This
policy governs all groups impacted disproportionally by
diversity, equity, and inclusion and upholds existing policy
supporting the same, in compliance with all applicable laws
and regulations. (8) All members can aid in decision-
making as organization climate is all our collective
responsibility.

Once the statement is completed, it is time to socialize the
statement to share the process used for crafting and gain
community input. While this new DIRE policy statement may
only be eight sentences, there should also be a small library of
preparatory work and evaluation that is kept alongside it.
Transparency and disclosure will help others see why this work
is different from other statements and the reason buy-in is now
needed to foster change.

■ RECOMMENDATIONS FOR APPLICATION OF THE
DIRE POLICY STATEMENT MODEL

While the DIRE policy statement model evolved from theory,
analysis, and practice experience over multiple disciplines, it
can be fully applied to any organization, scientific, academic,
employment, or other. We recommend wide use, ongoing assess-
ment, and research evaluations on outcomes. To demonstrate
the model’s use for assessment, a case example from the American
Chemical Society Statement on Diversity and Inclusion is
offered below:

The American Chemical Society aspires to be a diverse and
inclusive community of highly skilled chemical professionals.
We encourage inclusivity and oppose discrimination in
scientific learning and practice based onbut not limited
torace, religion, country or ethnic origin, citizenship,
language, political opinion, sex, gender identity and
expression, sexual orientation, disability, age, and economic
class in academic, industrial, and government workplaces.
The Society believes that an enduring commitment to
diversity enables excellence, innovation, and transformative
action in current and future generations of chemical
professionals. As a global scientific society, we affirm the
international principles that the responsible practice of
science, free from discrimination in all of its forms, is
fundamental to scientific advancement and human well-
being, as outlined by the International Council for Science’s
(ICSU) Statute 5.70 We also affirm our commitment to a
scientific environment that facilitates the execution and
communication of scientific work with integrity, fairness, and
transparency at all organizational levels. This extends to our
general scientific endeavorsincluding our professional
interactions and engagement with other scientists, trainees,
and the general public. We recognize that harm to our
profession, our scientific credibility, individual wellbeing, and
society is caused by not doing so. To this end, the Society will
implement the principles of diversity, inclusivity, and equity
within ACS leadership and membership to build a
community across the chemical enterprise. We are
committed to quantifying and monitoring our diversity.
(Approved in 2017)
Assessment of Statements. While the case example is

undergoing revision, many of its elements are reflected in the
presented model. Therefore, we will use it as a template to
show how each step described in Figures 2−5 can then serve as
criteria for evaluating the organization specific work that results
from using the presented model.
The ACS statement offers an aspirational purpose; it uses

position and methodological language and presents a scope of
the work. Specifically, the first sentence fulfills step 1 because it
names the organization and describes the purpose of the
statement.
On evaluating step 2, the position and methodology are

stated but in a flipped order when compared to the
recommended DIRE model. Notice in the second sentence
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the core values of the organization71 are shared and the
aspirational values of the society are mentioned via a reference
to the ICSU Statute 5.70 As the ACS is a society with global
reach, the incorporation of the ICSU values met the model
criteria. However, other organizations should also include
verbiage on their fidelity in accepting the totality of such values
at all organization locations. As such, a disclaimer sentence
would be beneficial as identified in step 4 of this model. ACS’s
position on DIRE is stated in the third sentence. The sixth
sentence addresses the stakeholders, in this case the external
stakeholders. Organizations that adopt this approach should
also incorporate language to define the internal stakeholders
and their roles in the actions and evaluation of the success of
the statement.
Step 3 of the model requires a high-level definition of the

actionable strategies and evaluation metrics. The ACS state-
ment affirms its commitment toward a standard for its scientific
community. In many ways, this sentence offers a criteria/metric,
but the matched or related activities could be named. Other
authors should consider specifically naming the unit(s)
responsible for implementation and evaluation to strengthen
the organization’s commitment to the policy statement. While
it is implied that the statement aligns with the strategic plan
and that all society leadership and membership will uphold the
policy statement, adding more specifics can help in imple-
mentation success as well as provide an accurate view of the
scope of sanctions possible for violation of the policy. Authors
could use language similar to that already stated in the ACS’s
approved codes of conduct and governing documents.72−74

The final two sentences of this statement contain language that
lends toward this goal. Authors can also improve the perceived
commitment to the statement by articulating the frequency by
which the statement may revised.
As organizations become clear about their intent toward

action, they could also use step 4 of this model to include
more action-focused deliverables, a disclaimer toward use of
existing policies to which society members may be held, and
refining communication streams of decision-making.
We suggest all organizations that have statements in place

now undergo a similar assessment with an eye toward adopting
this model to strengthen the long-term strategies that their
organization will undertake to infuse DIRE into daily
operations.

■ CONCLUDING REMARKS
DIRE policy statements give context for leadership conver-
sations around inclusivity, meaningful engagements, and
intersections of identitiesrace, gender, sexual orientation,
religion, and other social identities. DIRE policy statements
also help organizational leaders communicate and lead
discussions when sensitive topics infringe on the perception
of rights-based actions around respectful justice. As organ-
izations embark on the task of using this model, they should
remember that leadership characteristics and organization
structure influence DIRE policy statement adoption.75−78

As authors are following the model, they should take care to
integrate language toward equitable practices within all aspects
of the organization and strategies.
Finally, the best way to ensure effective and actionable DIRE

policy statements is to include all levels of representation in
decision-making. Not all minority groups are the same, and
while they may share some commonalities in experience, they
cannot have the responsibility of speaking for all. They also

cannot bear the entire burden of an inclusive climate alone.
While having long-term DIRE progress, this process of crafting
the statement can give often marginalized stakeholders a
platform for their voice to be heard, their pain to be acknowledged,
and their perspectives to be included within the shared
organizational values. We learn more and expand our perspec-
tives by having others with different identities with a voice at
the decision-making table. This diversity of thought and
perspective will also help the crafting process to remain ethical
and transparent. Therefore, it is imperative that organizations
adopt this inclusive model as a guide through crafting an
actionable, inclusive, and viable DIRE policy statement.
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