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1. Description 
The NWS Gender Action Plan (GAP) outlines initiatives to be undertaken by NWS to promote, 
encourage and facilitate gender equality within NWS; and a framework for integrating gender 
sensitivities into WRN efforts and NWS products and services.  

For the purpose of this document and all activities associated with this Plan, ‘gender’ refers to the 
social attributes and opportunities associated with being male or female. These attributes are 
socially constructed and impact the (differing) ways men and women (and boys and girls) interact 
with and respond to each other, their social-economic environment, their natural environment, 
technologies …  and determine what is allowed, expected or valued in a man or woman in a given 
context. ‘Gender equality’ refers to the equal rights, opportunities, and responsibilities of men and 
women, and boys and girls, regardless of whether they were born male or female. Gender equality 
implies that the interests, needs, and priorities of both males and females are given equal 
consideration, recognizing the diversity of different groups of men and women. ‘Gender sensitive’ 
is both the acknowledgment of, and the actualization of, equal consideration. This cognizance and 
intent addresses the differing interests, needs, and priorities for both men and women with and 
within services offered and rendered.  

 

1.1. Drivers 
In November 2014, the U.S. Permanent Representative to the World Meteorological 
Organization’s (WMO), Laura Furgione, Deputy Director of the Weather Service, participated in 
the (WMO) Conference on the Gender Dimensions of Weather and Climate Services. The goal of 
the conference was to raise awareness and showcase good practices and concrete actions to 
empower women – as well as men – to  produce, acquire and use such services to make more 
informed decisions in the weather and climate-sensitive areas of food security, disaster risk 
reduction, water resources management and public health. The US Delegation identified five 
actions which if implemented would have positive impacts to the provision of NWS services: 

1. Work closely with joint WMO/WHO office connecting weather, climate and health 
expertise to better understand how the integration of our data and tools support our 
shared missions of protecting life. 

2. Develop more diverse partnerships that result in consistent outreach and messaging to 
vulnerable and underserved communities. The NWS Office Equal Opportunity and 
Diversity Management will play a key role in advancing the priorities of the Board on 
Women and Minorities.   

3. Develop recruitment and retention goals targeted to increasing the representation of 
women in our workforce. This could include expanding our outreach to scientific 
organizations and academic institutions with significant enrollment of women in STEM 
fields. 
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4. Add a gender focus to social science efforts, initiatives, activities, and projects. For 
example, service assessments could include an analysis that will explore the implications 
of gender on perception and response to weather and climate information.  

5. Share lessons from the conference and raise awareness of the lack of access hundreds of 
millions of women will have to the mobile apps being developed. NWS will work with 
partners to facilitate the development of mechanisms that will lessen these gender 
imbalances. 

The GAP will enable NWS to implement the actions of the WMO conference in a strategic and 
collaborative manner. The GAP also directly supports the following NOAA and NWS strategic 
priorities:  

• FY 2012-2016 Department of Commerce Diversity and Inclusion Strategic Plan. DOC’s 
plan outlines the following three goals focused on diversity and inclusion:  

o Recruit from a diverse, qualified group of potential applicants to secure a high-
performing workforce drawn from all segments of American society.  

o Cultivate a culture that encourages collaboration, flexibility, and fairness to enable 
individuals to contribute to their full potential and further retention.  

o Develop structures and strategies to equip leaders with the ability to manage 
diversity, be accountable, measure results, refine approaches on the basis of such 
data, and institutionalize a culture of inclusion. 

• 2011 NWS Strategic Plan, Goal 5: Enable Integrated Environmental Forecast Services 
Supporting Healthy Communities and Ecosystems. This goal states that NWS will 
continue to promote and expand policies, programs, and practices that lead to a diverse 
workforce at all levels of the organization. 

• NWS Weather Ready Nation Roadmap: Services Plan for Emerging and Collaborative 
Service Sectors. The Roadmap states that diversity is beneficial to NWS in the form of 
better decision-making, improved problem solving, and greater creativity and innovation, 
which lead to enhanced service development and more successful communication with a 
range of customers.  

1.2. Statement of Need 
As of July 2015, women represent only 19.63 percent of the NWS workforce.  Women represent 
only 17 percent of the NWS GS-15 and 16 percent of the NWS GS-14 staff.  Of the 21 Senior 
Executive Service staff in the NWS Workforce, only 3 are female (14 percent.)   Applying standard 
methods used for measuring underrepresentation, women are underrepresented in the NWS 
workforce.  Additionally, women are underrepresented in most of the NWS major occupations 
(Meteorology, Hydrology, Engineering, Information Technology, etc.). 

Based on this brief analysis, women are not fully represented in the NWS workforce.  In NWS 
women are underrepresented in almost most major measures of representation used by the 
EEOC.  To address this issue NWS needs to do an in-depth workforce analysis on women in the 
NWS workforce to assess whether these findings are a result of discrimination, unconscious bias, 
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lack of women majoring in NWS sciences, and/or lack of interest in working for NWS.  A serious 
analysis of the NWS recruitment, outreach, and its succession planning is needed to provide 
further insight to the underrepresentation of women in the NWS workforce. This Plan is a first 
step in this direction. Additionally, the GAP will foster the development of effective solutions.  

As an external issue of service to our partners and customers, it is acknowledged that the effects 
of weather and climate are not gender-neutral. Floods, heat waves, lightning, and other weather 
and climate events have verified disparate impacts on men and women. Furthermore information 
about weather and climate is accessed and used differently by men and women. To ensure 
preparation and response to severe weather and climate events equitable and appropriate 
(gender sensitive) access to, and interpretation of, information and services by both women and 
men is a necessity. Addressing such need is entrenched in the goals of WRN (Weather Ready 
Nation). To support improved decision support, services need to evolve to real-time, interactive 
communication of information, forecast, and risks that aid community decision-makers in 
mitigating impact. Services need to be based on social science which identifies unique community 
sectors, such as gender, and identifies appropriate messaging thereof. Aligned with WRN goals, 
this Plan helps ensure that diverse and unique (gender sensitive) needs of both women and men 
are a consideration of all new products and services. 

As was mentioned in Section 1.1 above, the US Delegation identified five actions which if 
implemented would have positive impacts to the provision of NWS services.  In May the 
Seventeenth World Meteorological Congress adopted the positions and policy updates generated 
at the November conference. Also at that time the NWS delegation, reaffirmed its commitment to 
implement the five actions as aligned with the WMO’s gender equality principles.  This Gender 
Action Plan serves as the embodiment of that commitment.    

1.3 Definitions 

Gender refers to the social attributes and opportunities, and associated preferences, and 
concerns, associated with being male and female and the relationships between women and men 
and girls and boys, as well as the relations between women and those between men. These 
attributes, opportunities and relationships are socially constructed and are learned through 
socialization processes, and thus differentiated from biological sex as determined by birth. Gender 
is context/ time-specific and changeable. Gender determines what is expected, allowed and 
valued in a women or a man in a given context. While often gender and sex are align they are not 
inextricable. Thus, gender attributes, opportunities, preferences, and concerns, are applied in 
general and vary from person to person.  

Gender Sensitivity is taking gender, and gender based preferences and concerns, into 
consideration when determining, designing, planning, implementing and delivering products and 
services. It includes using knowledge about gender differences as data in conjunction with all 
other pertinent data and knowledge; and furthermore making such knowledge an instilled part of 
the formula for decisions and output. Such information is essential to quality and appropriateness. 



6 of 8 
 

This principle includes targeting efforts to one gender or another where appropriate – where 
differences exist; Targeting includes getting the appropriate information to the correct audience 
(male or female), using the best medium for that audience, and the most appropriate messaging 
(wording and language) for that audience. Gender sensitivity recognizes that in general the 
appropriateness and effectiveness of medium and message varies by gender and from male to 
female.  

Gender equality refers to the equal rights, responsibilities and opportunities of women and men 
and girls and boys. Equality does not mean that women and men will become the same but that 
women’s and men’s rights, responsibilities and opportunities will not depend on whether they are 
born male or female. Gender equality implies that the interests, needs and priorities of both 
women and men are taken into consideration, recognizing the diversity of different groups of 
women and men.  

Gender mainstreaming is the process of assessing the implications for women and men of any 
planned action, including legislation, policies or programs, in all areas and at all levels. It is a 
strategy for making women’s as well as men’s concerns and experiences an integral dimension of 
the design, implementation, monitoring and evaluation of policies and programs in all political, 
economic and societal spheres so that women and men benefit equally and inequality is not 
perpetuated. The goal of gender mainstreaming is to achieve gender equality. 

 

1.4 Goals and Metrics 
 

1.5 Gender Mainstreaming Working Group 
A gender team (GMWG) has been formed to identify, formalize and recommend actions that 
support the initiatives of the GAP.  

2 Gender Action Plan Initiatives  
The GAP outlines a 2-pronged approach to address gender issues. 

1. Internal  
a. Raise awareness of gender sensitivities to inspire an inclusive and collaborative 

workforce.  
b. Work with leadership to identify resources and provide support to achieve goals 

of the GAP 
c. Work with employees to facilitate sharing of gender experiences, and to identify 

and implement best practices for employing gender sensitive approaches in the 
workplace that enhance employee relations and collaboration.  

2. External  
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a. Consider gender sensitivities in NWS communications, products, services and 
outreach activities 

b. Align WMO commitments with appropriate domestic interests (e.g., AMS, etc.).   
 
 

2.4 NWS Policy on Gender Mainstreaming 
The NWS will adopt a policy, directive or position on gender which fosters the principles of gender 
equality and gender mainstreaming both internal and external to the organization. This policy 
mirrors the features of the WMO Policy on Gender Equality adopted by the WMO governing body 
June 2015 

2.5 Develop a Plan for WRN Initiatives and NWS Products and Services 
NWS OCOO will endeavor to ensure that gender sensitivities are a consideration of all new 
products and services and in line with Weather Ready Nation goals. NWS OEODM and the gender 
team will assist in providing guidance on gender sensitives to that end. 

2.6 Develop Gender Focused Social Science Training 
NWS OCLO will be charged with ensuring that social science training is integrated into NWS 
operational, scientific, and leadership curriculum where appropriate. Gender focused Social 
Science training will be develop and incorporated into NWS training curriculum, including but not 
limited to: 

o Enhancing social science training in the NWS WCM class 
o identifying learning Center Courses related to social science and diversity 
o Enhancing diversity training presented by NWSTC as part of the Leadership Academy 
o Enhancing social science training in DSS boot-camps and workshops.  

2.7 Develop Outreach to Increase Gender Awareness 
The NWS Gender team will work with key personal and stakeholders to: 

• Partner with WRN Ambassador program to promote: 
o Gender Awareness Campaigns (e.g. insert gender into the seasonal campaign) 
o Conduits of information as input into the gender team’s activities 

• Partner with other agencies with Informational campaigns (e.g. FEMA) 
• Host an agency wide Gender Forum for NWS staff and key target subject matter experts  
• Partner with the AMS Board of women, Federally Employed Women, NWS Women in Science.  

 
 

2.8 Ensure Gender Focus in the NWS Recruiting and Retention Plan 
NWS OEODM will implement the 2015 recruiting and Retention plan developed under the co-
direction of OEODM and the NWS Diversity council. This plan describes methods that the NWS can 
use to better address the barriers that prevent growth in underrepresented employees in the 
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agency. In the context of the plan ‘underrepresented’ employees not only includes females, but is 
the principle focus. The R&R plan: 1. Identifies barriers limiting the number of underrepresented 
employees in the NWS and/or their access to higher-level positions. 2. Makes recommendations 
on how to expand the agency’s recruitment of underrepresented employees. 3. Identify steps to 
retain underrepresented employees.  
 

2.9 Coordinate Activities with the International Community 
The office of International Affairs will, in coordination with the Office of Communications as 
needed, ensure WMO interests are known and considered in all of NWS activities; and in turn 
communicate NWS activities to the WMO body.  
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