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DIVERSITY, EQUITY, INCLUSION,
AND ACCESSIBILITY IN U.S. DIPLOMACY
AND DEVELOPMENT

TUESDAY, JULY 26, 2022

U.S. SENATE,
COMMITTEE ON FOREIGN RELATIONS,
Washington, DC.

The committee met, pursuant to notice, at 10:04 a.m., in room
SD-419, Dirksen Senate Office Building, Hon. Robert Menendez
presiding.

Present: Senators Menendez [presiding], Cardin, Shaheen, Coons,
Murphy, Kaine, Markey, Booker, Risch, Rubio, and Cruz.

OPENING STATEMENT OF HON. ROBERT MENENDEZ,
U.S. SENATOR FROM NEW JERSEY

The CHAIRMAN. This hearing of the Senate Foreign Relations
Committee will come to order.

Let me first thank Ambassador Gina Abercrombie-Winstanley,
the Chief Diversity and Inclusion Officer of the Department of
State, as well as Chief Diversity Officer at USAID Neneh Diallo for
appearing before our committee today.

I believe this is the first time the committee has held a hearing
on this topic with senior department leadership dedicated to this
issue.

Our premier American foreign policy institutions must set the
bar for others to follow, and harnessing the incredible diversity of
the American people on different points of view, backgrounds, and
languages is crucial to not only our nation’s security, but also our
global, economic, and other interests.

I have been working on efforts to promote diversity at the State
Department and USAID now for more than two decades, and while
I am disappointed to say progress has been slow, I am pleased to
see both of you here today.

Only last year, the head of the American Foreign Service Asso-
ciation said, “The State Department was more diverse in 1986, lit-
erally, than it is now.” In the last 20 years, there has been a 2 per-
cent decrease in the proportion of Black employees at the State De-
partment with the majority still in the civil service and Latino
numbers have barely budged. USAID is no better with 6 percent
of its workforce Latino while the Latino population of the United
States overall is almost 19 percent.

This year, we are commemorating the Pickering program’s 30th,
Rangel program’s 20th, and Payne program’s 10th anniversary, all
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programs created to increase diversity at our agencies, but as we
commemorate we need to know if these programs are actually ac-
complishing their goals. I can count on my fingers the number of
ambassadors and mission directors who are people of color.

We have got a lot of work to do. Not fully utilizing the strategic
advantage of America’s diverse talent pool to engage our allies and
counter our competitors and adversaries on the global stage is a
vital error.

Let me just give one example. I know some of our colleagues will
probably be unhappy about today’s hearing, but the reality is that
when I was in China, our chief in China in charge of democracy
and human rights programs was an African American who was an
active participant in the civil rights struggle.

His personal history, his personal eyewitness to the accounts of
trying to change the course of events in our country, were a power-
ful voice to those in China seeking to create an opportunity for
themselves in terms of greater openings for democracy and human
rights.

I can recount easily over the course of 30 years of doing foreign
policy dozens of moments in different parts of the world where the
few people that we have had who come from diverse backgrounds
had been able to make a powerful case and liaison with the peoples
of those countries where we are being represented.

That cannot be purchased. That cannot be bought. While it is an
error in terms of where we have been at, I am pleased to say this
Administration is trying to fix. It is also one that nations like Rus-
sia and China continue to exploit by using their propaganda tools
to highlight the gap between our promises and rhetoric when it
comes to racial justice and our actions.

They paint us as hypocrites who talk a big game on equality and
human rights, the very foundation of democracy, but say we do not
deliver. Our diplomats are on the front lines of countering their
narratives.

We must modernize our diplomacy and development efforts to
meet the demands of the 21st century. That means recruiting from
all across America, from the cities and coasts of New Jersey to the
border towns of Texas and Idaho. It means cultivating and retain-
ing a diverse workforce that can take advantage of our nation’s
technology advances and keep up with other industries.

It means ensuring workstations and foreign mission buildings
are accessible for those with disabilities and it means committing
to increasing morale so that people are not leaving mid-career after
years of investment in extensive language and diplomatic skills.

Let me be clear. As chief diversity officers, you not only have the
full weight of the White House and your leadership supporting you,
fiwant you to know that many of us support you as well. I certainly

0.

That is why I am launching a series of initiatives to advance the
diversity, legislation, resources, and recruitment pipelines. We need
to keep our nation competitive in global affairs for years to come.

This is also an economic imperative. I often tell when I speak to
the corporate leadership in our country about diversity, not for di-
versity’s sake, but for the bottom line. Study after study shows that
more diverse corporate boards and senior executive management
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means more profitability, and these are studies done by private en-
tities.

Also, as I tell groups as a simple example of the past, Chevrolet
found out what diversity means when they tried to sell the Chevy
Nova in Latin America. For those of you who do not know Spanish,
when you pronounce Nova in Spanish it means it will not move.
It will not go.

That is just a simple example. I do not care what type of mar-
keting program you have. A car that says it is not going to move,
it is not going to go, is not going to sell.

That is just one of many simple examples where in terms of the
economics of how to do business and get greater market share for
our country is incredibly important.

Today, I look forward to hearing from our witnesses on how they
are advancing these goals at their agency. I also want to know
what is needed to do your jobs effectively, and if you are not get-
ting what you need, I want to know why. The clock is ticking. It
has been a year and a half since these efforts began and I want
to see progress.

Finally, to those who might be reticent to support these efforts,
I want to point out that one of our other great institutions, the
United States military, has long been a place where people of all
backgrounds fight alongside each other and where they can rise
and an opportunity is given including to the highest levels of our
military.

As a result, our military is the greatest fighting force in the
world. Our diplomatic corps and our development program should
be strengthened in the same way. We must, as diplomat and Nobel
Laureate Ralph Bunche once said, “Adhere staunchly to the basic
principle that anything less than full equality is not enough.”

With that, let me turn to the ranking member for his opening
statement.

STATEMENT OF HON. JAMES E. RISCH,
U.S. SENATOR FROM IDAHO

Senator RiscH. Thank you very much, Mr. Chairman, and kudos
to you for pursuing this issue. I know you have been on the fore-
front of this and certainly deserve credit for the progress that has
been made and I know you will keep up those efforts.

I, too, am interested in diversity, although I come at it from a
little different viewpoint than you do, but diversity of all sorts is
important in our agencies.

Our foreign affairs agencies in the Department of State in par-
ticular have wrestled with issues of diversity in the civilian na-
tional security workforce for generations.

For years, we have heard the Department say that its workforce
was going to “look like America.”

However, its workforce still does not look like America. Employ-
ees from urban and especially coastal areas are still heavily over
represented while noncoastal, suburban, and especially rural areas
and interior areas of America are barely represented.

This is at least partially and substantially the result of the fact
that the Department only offers Foreign Service oral exams in
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Washington, DC, dozens of times a year and twice a year in San
Francisco, both coastal cities and two of America’s most expensive.

Let us take my state, Idaho, for example. An Idahoan would have
to buy an airline ticket to either of these cities, taking multiple legs
each way to DC, then pay for multiple nights at a hotel.

A trip like this would cost more than $1,000. For a professional
already in the workforce, they would also need to take vacation
days and also find someone to look after their children if they were
single with children while they travel across the country, all for the
privilege of applying for a job at the State Department.

This burden comes only after they have already decided they
want to try and join the Foreign Service. What about recruitment
to join its special ranks? The Department uses diplomats in resi-
dence scattered across the country to help highlight how great a ca-
reer in diplomacy can be.

Yet, only a handful of these people exist. There is only one dip-
lomat in residence for all of Idaho, Wyoming, Utah, Colorado, and
Montana, and that person is based in Denver.

So if a University of Idaho student wanted to meet with the local
diplomat in residence, he or she would have to drive 17 hours to
Denver. In fact, it would actually be faster to drive to the Pacific
Northwest diplomat who is based in Berkeley, California. That
drive is only 14 hours.

The truth is State Department’s continued promise to develop a
workforce that looks like America is not centered and representing
all of America based on things like geographic diversity.

It seems devoted to representing the ideas and opinions of coast-
al views and philosophy, which does not highlight diversity of all
of America with its broad and stunning greatness.

Similarly, at USAID there are so many hiring mechanisms that
the agency cannot even provide credible data on the success or fail-
ure of its own efforts to enhance diversity.

Our foreign affairs agencies must be serious about all forms—all
forms—of diversity, to include participation from our veterans.
They have sacrificed a lot to protect our nation and freedom, and
their perspective and experience brings diversity of thought to solv-
ing tough diplomatic challenges.

We need more and better from the Department and USAID on
these issues and I look forward to hearing how the Department in-
tends to do a much better job of developing a workforce that rep-
resents all of America and especially its interior.

Again, kudos to the chairman for his efforts in this regard.

Thank you, Mr. Chair.

The CHAIRMAN. Thank you.

It is an honor to introduce our two witnesses today, our privilege
to welcome Ambassador Gina Abercrombie-Winstanley, the State
Department’s first Chief Diversity and Inclusion Officer charged
with “advancing national security by building a more diverse, equi-
table, inclusive, and accessible department to handle the foreign
policy challenges of the 21st century.”

A consummate diplomat, Ambassador Abercrombie-Winstanley
has served her country for over three decades as the longest serv-
ing U.S. Ambassador to Malta, the first woman to lead a diplomatic
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mission in Saudi Arabia, and as chair of the Middle East Area
Studies at the Foreign Service Institute.

In addition to serving at the National Security Council, she also
served as a fellow on this very committee under then Ranking
Member Biden.

We are also joined by Chief Diversity Officer Neneh Diallo,
whose remit is to advance diversity, equity, inclusion, and accessi-
bility among USAID’s people, partners, and programs at home and
abroad as part of USAID’s international development and humani-
tarian efforts around the globe.

Her public service career has included work as the Director of Di-
versity and Inclusion at the Millennium Challenge Corporation.
She has also led diversity efforts in the private sector as a senior
vice president for marketing and communications in global media.

Welcome to you both. Your full statements will be included in the
record without objection, and I would ask you both to try to sum-
marize your statements in about 5 minutes or so so that then we
can have a conversation.

Ambassador Winstanley.

STATEMENT OF THE HONORABLE GINA K. ABERCROMBIE-
WINSTANLEY, CHIEF DIVERSITY AND INCLUSION OFFICER,
U.S. DEPARTMENT OF STATE, WASHINGTON, DC

Ambassador ABERCROMBIE-WINSTANLEY. Chairman Menendez,
Ranking Member Risch, members of the committee, I am delighted
to speak with you today about the State Department’s efforts to ad-
vance diversity, equity, inclusion, and accessibility—DEIA.

I lallm pleased to be joined by my counterpart from USAID, Neneh
Diallo.

Secretary Blinken appointed me as the Department’s first stand-
alone Chief Diversity and Inclusion Officer 15 months ago. Since
that time, the Department has made significant strides to advance
DEIA within our organization and build the foundation for sus-
tained success.

We have done this by increasing transparency and accountability
for processes and personnel. Our goal is to improve our entire orga-
nization. Any business wants a highly productive workforce that
operates maximally.

It is not enough to recruit a representative workforce. We have
to keep them. We must leverage the strength of our diversity to en-
1sure we have the strongest foreign policy to meet 21st century chal-
enges.

We are focused on examining our organization holistically, to
identify where inequities exist, not just in whom we hire, but
among who stays and who advances.

The Department is committed to using evidence-based ap-
proaches to identify barriers to equitable merit-based hiring and
career outcomes. By analyzing disaggregated data we can identify
where potential inequities exist and recommend specific actions to
address them.

This is why my first priority was to create a DEIA data working
group. Since its formation, we have compiled a demographic base-
line of the entire Department of State by rank, job category, and
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bureau. With this established baseline we can evaluate the effec-
tiveness of our initiatives and track our progress.

In this way, we will remain unified in opportunity, unified in
earned recognition and support. Data analysis is key to guiding,
measuring, and sustaining an effective DEIA program, which is
why I respectfully ask for your support to continue providing my
office with the funding and staffing resources needed for this im-
portant work.

Another change I am proud to tell you about is that advancing
DEIA is now tied to the Foreign Service promotions and civil serv-
ice performance evaluations. Everyone must play a part to advance
DEIA as an organizational culture.

Why? Because it will improve the quality of our foreign policy,
model the values that we promote abroad, and ensure the best rise
to the top because of merit.

To hold employees accountable for this, the Department has cre-
ated a dedicated DEIA core precept for the Foreign Service and a
DEIA work element for the civil service.

While the dedicated core precept provides a way to recognize and
reward positive contributions to the DEIA mission, we must also
improve accountability and uproot toxic workplace behavior.

As the Department has made significant strides to educate em-
ployees on how to address toxic behavior, reports of harassment
have increased. Staffing to investigate and respond has not.

The Department’s fiscal year 2023 budget includes a request for
new positions and funding to create an anti-bullying program and
to properly staff our anti-harassment program.

We can correct toxic behaviors and eliminate the resulting dis-
tractions in the workplace that impede our best work in service to
the American people.

The Department’s 5-year DEIA strategic plan has been released
to the workforce. It is the most forward leaning, ambitious, robust
DEIA strategic plan the Department has ever created.

My office will oversee the plan’s implementation and has already
formed an implementation team. It is made up of representatives
from bureaus and offices with responsibility for action items in the
plan. We are already taking steps to reconfirm our commitment to
make a truly merit-based organization.

Lastly, I applaud the Department’s recent changes to the Foreign
Service generalist exam process. The Foreign Service Officer Test
served as a distorted barrier to entry for the Foreign Service and
has never been a predictor of future job performance.

Let us be clear, there are many highly successful Foreign Service
Officers and career ambassadors serving today whose entry re-
quirements did not include taking or passing the FSOT.

Starting last month, the Department now takes a more holistic
approach by evaluating a candidate’s FSOT performance along
with their skills and experience when deciding who will advance to
the Foreign Service oral assessment.

For candidates who miss the FSOT cut off by a few points, but
have valuable relevant skills and experience, this change allows
their other strengths to be considered. This levels the playing field
and allows the Department to examine more candidates from a
wider variety of backgrounds.
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I am grateful to this committee for its attention to this decades-
long problem within the Department of State. With your support
we will continue to work until we have a workforce that does truly
reflect and leverage the diverse talents of the nation we represent.

Thank you for providing me with this opportunity to speak today
and I look forward to your questions.

[The prepared statement of Ambassador Abercrombie-Winstanley
follows:]

Prepared Statement of Ambassador Gina K. Abercrombie-Winstanley

Chairman Menendez, Ranking Member Risch, Members of the Committee, I am
delighted to speak with you today about the State Department’s progress—and chal-
lenges—on diversity, equity, inclusion, and accessibility (DEIA). I am thrilled to be
joined by my counterpart, Neneh Diallo, from USAID.

Secretary Blinken appointed me as the Department’s first stand-alone Chief Di-
versity and Inclusion Officer 15 months ago. Since that time, the Department has
made significant strides to advance DEIA within our organization and build the
foundation for future success. This foundation will ensure the Department’s DEIA
initiatives get implemented in a sustainable way. Our steadfast goal is to support
equity and inclusivity across our entire workforce and ensure our workforce knows
and understands what we are doing and why.

It is not enough to recruit and support a workforce that draws from the diversity
of our nation. We must also leverage the strength of our diverse talents to make
certain we have the strongest foreign policy to meet 21st century challenges. This
is how we best serve the American people. Therefore, we must examine our organi-
zation holistically to identify where inequities exist not only in terms of whom we
hire, but also in terms of who stays and who advances.

Our approach is two-pronged: first, focus on structural changes to policy, practice,
and procedures so that opportunities are no longer based on “who you know” but
what you bring to the table. We do this work by identifying and removing barriers
to a truly merit-based system for every employee. Second, we are focused on chang-
ing the culture so that employees feel truly included, seen, and encouraged to speak
up when they have ideas to offer or want to flag concerns.

The Department is committed to using an evidence-based approach to identify
barriers to equitable, merit-based hiring and career outcomes. By examining red
flags in our data, we can identify where potential inequities exist and recommend
specific actions to improve how we do business. This is why my first priority as
Chief Diversity and Inclusion Officer was to create a DEIA Data Working Group.
This team of analysts and subject matter experts from multiple offices coordinate
the Department’s vital barrier analysis work.

Since standing up this unprecedented group a year ago, we’ve compiled a demo-
graphic baseline of the Department of State, by rank, job category, and bureau. As
a result, we now have a more accurate picture of who and where we are as an orga-
nization. And we can now better identify where we have work to do to keep us uni-
fied in terms of opportunity, earned recognition and support. With this established
baseline we can also evaluate the effectiveness of our initiatives and track our
progress. Data analysis is key to guiding, measuring, and sustaining an effective
DEIA program, and I want to thank Congress for providing the resources needed
for this important work.

Another change I am excited to tell you about is our work to ensure that advanc-
ing DEIA is now tied to Foreign Service promotions and Civil Service performance
evaluations. Secretary Blinken has made clear his expectation that DEIA work is
not just on me, my office, or for employees working in human resources. It must
not be limited to employees from historically underrepresented groups or the most
junior among our ranks. Everyone must play a part in advancing DEIA as an orga-
nizational culture. Why? Because it will make the Department of State stronger, im-
prove the quality of our foreign policy, model the values we promote abroad, and
ensure the best rise to the top because of their merit.

To hold employees accountable for this, the Department has created a dedicated
DEIA core precept for the Foreign Service and DEIA work elements for the Civil
Service. This was necessary, because while the Department has always valued and
included DEIA principles as an element of earlier core precepts and work elements,
if employees demonstrated achievements in other areas within the precept, their
lack of attention to DEIA could be overlooked. By tying promotions more strongly
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to advancing DEIA, we have now increased the incentive for every Department em-
ployee to forward this vital work.

While the dedicated core precept provides a way to recognize positive contribu-
tions to the DEIA mission, we must also do more to improve accountability and
transparency, and root out toxic workplace behavior such as discrimination, includ-
ing harassment and bullying. As the Department has made significant strides to
educate employees on how to address toxic behavior, and reports of harassment
have increased, staffing to investigate and respond has not. The Department’s FY23
budget includes a request for new positions and funding to create an Anti-Bullying
Program and to properly staff our Anti-Harassment Program so that we can correct
toxic behaviors and address situations before they reach the level of a formal com-
plaint. It is imperative that our workplaces eliminate toxic behavior so that every-
one has the same opportunity to do their best work in service to the American peo-
ple.

I am pleased to report the Department completed development of its 5-year DEIA
Strategic Plan. It is the most forward-leaning, ambitious, and robust DEIA Strategic
Plan the Department has ever created. It includes input from dozens of offices and
hundreds of employees from every segment of the workforce. This includes local
DEIA Councils, Employee Organizations, Locally Employed Staff, Eligible Family
Member staff, contract staff, the Civil Service, and Foreign Service Specialists and
Generalists. My office will oversee the Plan’s implementation and has formed an Im-
plementation Team, made up of representatives from bureaus and offices with re-
sponsibility for action items in the Plan. The Team’s first meeting was in June, and
it will meet quarterly to ensure goals and objectives are being met within the out-
lined timeframes and ensure the Plan is properly resourced. In addition, the State-
USAID Joint Strategic Plan includes a strategic objective on promoting DEIA as a
component of revitalizing our workforce.

Lastly, I would also like to mention the Department’s recent changes to the For-
eign Service generalist exam process. The Foreign Service Officer Test (FSOT)
served as a distorted barrier of entry into the Foreign Service because it favored
candidates who had the resources to hone their standardized testing skills on niche
topics. Further, the FSOT has never been a predictor of future job performance.
There are many successful Foreign Service Officers and career ambassadors serving
today whose entry requirements did not include taking the FSOT. In essence, our
analysis showed that the FSOT served as an initial stage to reduce the volume of
candidates to a more manageable number to determine who to advance to the For-
eign Service Oral Assessment (FSOA). The Oral Assessment has always been the
true method of evaluating a candidate’s skills and abilities to succeed in the Foreign
Service.

I am pleased the Department made changes to the Foreign Service generalist se-
lection process. Starting last month, the Department now takes a more holistic ap-
proach by factoring a candidate’s FSOT test performance along with their skills and
experience when deciding who will advance to the FSOA. For those candidates with
valuable and relevant skills and experience but less practice at taking standardized
tests, this change allows the Department to look at all of a candidate’s strengths.
No amount of skill or experience will cancel out a low FSOT score. Likewise, can-
didates with high FSOT scores, but inadequate experience or skills, are also un-
likely to advance to the FSOA. This change takes a comprehensive view of all can-
didates, levels the playing field and allows the Department to examine more can-
didates from a wider variety of backgrounds, using better and more predictive as-
sessment information and criteria.

While the changes we have implemented in this short amount of time exceeded
my expectations, we have much more work to do. The findings in the recently re-
leased GAO report “Additional Actions Needed to Improve Workplace Diversity and
Inclusion” are consistent with the initiatives my staff and I lead, as we rally more
Department employees to join us in this work.

I am grateful to this Committee for its attention to this decades-long issue at the
State Department. We will continue the work until we have a workforce that truly
reflects and leverages the diverse talents of the nation we represent. Thank you for
providing me with this opportunity to speak today. I look forward to your questions.

The CHAIRMAN. Thank you.
Ms. Diallo.
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STATEMENT OF NENEH DIALLO, CHIEF DIVERSITY OFFICER,
U.S. AGENCY FOR INTERNATIONAL DEVELOPMENT, WASH-
INGTON, DC

Ms. Di1ALLO. Chairman Menendez, Ranking Member Risch, mem-
bers of the committee, thank you for the opportunity to speak
about the progress USAID has made to date and the remaining op-
portunities to do more on diversity, equity, inclusion, and accessi-
bility—or DEIA—within our agency.

Thank you for your leadership in this space. I also want to ac-
knowledge Ambassador Gina Abercrombie-Winstanley and her
work at the Department of State. Our agencies are working to-
gether to ensure we maximize and accelerate efforts toward our
shared interests.

With the leadership and support of President Joe Biden, Admin-
istrator Samantha Power, and a strong bipartisan coalition in Con-
gress, USAID is uniting its DEIA efforts, an ambitious undertaking
I have been privileged to lead since being sworn in this past March.

As the agency’s first chief DEIA officer, I oversee our DEIA ef-
forts not only in our workforce and workplace, but also in how we
deliver assistance, design programs, and partner. My office does
not undertake this work alone, but together with DEIA advisors
who are hired within bureaus and independent offices as well as
the diversity councils across the agency.

I would also like to take this time to thank the committee and
your colleagues for providing this office with a dedicated budget to
realize our DEIA objectives.

My office oversees USAID’s DEIA strategic plan. This seeks to
reduce potential barriers to accessing benefits and services, pro-
curement and contracting opportunities, and agency actions and
programs.

We work collectively to recruit, retain, and promote the agency’s
talent. This work is not without its challenges when it comes to
underrepresented populations. My submitted testimony goes into
the details of how we are addressing these challenges, but let me
highlight three ways we are making progress on our agenda.

First, recruitment. We have expanded our Affirmative Employ-
ment Division within the Office of Civil Rights to include the estab-
lishment of a robust Special Emphasis Program to identify and re-
move any potential barriers to equal employment opportunity in
agency policies, programs, processes, and practices for all persons,
including members of groups that are traditionally underrep-
resented or have been historically subjected to discrimination in
the workforce.

We are working to ensure USAID is an employer of choice for all
individuals with disabilities. Thus, we are prioritizing the use of
Schedule A hiring authority for individuals with disabilities and
disabled veterans on competitive hiring authorities.

We are also working to diversify our candidate pool through new
and renewed partnerships with historically Black colleges and uni-
versities, tribal and indigenous colleges and universities, and insti-
tutions serving Hispanic, Asian American, and Native American/
Pacific Islander communities.

These partnerships help diversify our talent pipelines and pro-
vide opportunities to collaborate with USAID as thought leaders in
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global development and expand our partner base to ensure minor-
ity-serving institutions play a meaningful role in our humanitarian
and development work.

Second, we continue to invest in the career advancement and
professional development of our current workforce. For staff from
underrepresented groups, we are expanding our support for the
International Career Advancement Program and the Donald M.
Payne International Development Fellowship Program.

These programs provide highly qualified candidates with leader-
ship development and valuable firsthand experience both in Con-
gress and in the agency.

Since arriving at USAID we have doubled our support in both
programs and will look to continue building off that success.

As a learning organization, we are committed to capacity build-
ing for a global workforce. That is why we have expanded access
to DEIA-related training through our Respectful, Inclusive, and
Safe Environments’ learning and engagement platform.

USAID’s RISE training has reached more than 6,000 individual
staff members globally since June of 2020. USAID has developed
our first ever DEIA survey, which, when completed, will establish
a baseline for DEIA-related metrics and enable longitudinal eval-
uation across USAID’s entire workforce.

I am also working to ensure that DEIA competencies and objec-
tives are included into annual civil service performance evaluations
and Foreign Service precepts across all work levels, including sen-
ior leaders.

This is a clear step forward in ensuring leadership accountability
for creating an inclusive work environment.

Third, USAID is committed to expanding the universe of imple-
menting partners. Last November, we launched the Work With
USAID platform, a free online resource hub to support new and ex-
isting partners with the knowledge, tools, and networks to navigate
how to work with us.

We are streamlining acquisition and assistance practices to en-
hance equity and inclusion for both our domestic and international
partners.

We are updating and enhancing our policies to ensure that our
programming is inclusive, equitable, and reaches marginalized and
underserved populations, including persons with disabilities,
LGBTQI+ people, indigenous peoples, and nondominant racial,
ethnic, and religious groups.

Our inclusive development approach ensures we do no harm to
those who are vulnerable and marginalized and that we inten-
tionally and proactively include them.

We believe all these efforts at USAID will help us bring diverse
perspectives and talents into our workforce and across our humani-
tarian assistance and development programming, and provide op-
portunity and equitable access in a deliberate way.

In closing, echoing testimony from Ambassador Abercrombie-
Winstanley, I am grateful to the members of this committee for
your support of our ongoing efforts to strengthen and improve de-
velopment outcomes for the communities where we work through
a comprehensive and unified DEIA strategy. With your support, we
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will continue to ensure that USAID reflects the values we strive to
live up to as Americans.

Thank you again for the opportunity to be here and I look for-
ward to your questions.

[The prepared statement of Ms. Diallo follows:]

Prepared Statement of Ms. Neneh Diallo

Chairman Menendez, Ranking Member Risch, Members of the Committee, thank
you for the opportunity to speak today about the progress USAID has made to
date—and the remaining opportunities to do more—on diversity, equity, inclusion,
and accessibility (DEIA) within our Agency.

In the span of USAID’s 60 years of global development work, the Agency has re-
lied on the dynamism and fresh perspectives of a uniquely talented workforce, al-
ways aiming to improve policies and outcomes to better reflect our values and bring
to bear the best of what America has to offer. With the leadership and support of
President Biden, Administrator Power, and a strong bipartisan coalition in Con-
gress, USAID is finally able to unite its disparate diversity, equity, inclusion, and
accessibility efforts, an ambitious undertaking I have been privileged to lead since
being sworn in in March of this year. As the Agency’s first ever Chief Diversity Offi-
cer, I lead an office of outstanding and committed individuals who are working tire-
lessly to ensure USAID is diverse, equitable, inclusive, and accessible throughout
its practices, programs, policies, and partnerships. I oversee our DEIA efforts across
the Agency, not only in our workforce and workplace, but also in how we deliver
assistance, design programs, and form partnerships. I want to acknowledge Ambas-
sador Gina Abercrombie-Winstanley and her work at the Department of State and
let the Committee know that the Department and USAID are working together to
ensure we maximize and accelerate efforts where we have mutual interests.

Administrator Samantha Power has prioritized a comprehensive approach to
DEIA from her first day in office when she signed USAID’s 2021 DEIA Strategic
Plan. Since then, she has continued to demonstrate that DEIA is a priority by estab-
lishing the DEIA Office within the Office of the Administrator, creating the Agency’s
first Chief Diversity Officer position, and ensuring the Agency has dedicated staff
to support this important work. I would like to thank the Committee and your col-
leagues in Congress for providing the office with a dedicated budget to support the
programs and activities that will help increase diversity in our workforce, expand
opportunity to the organizations with which we partner, and ensure equity is incor-
porated across our employment lifecycle, our partner base and in the communities
we serve.

This new office is now staffed by a team of 18 dedicated DEIA experts that re-
flects the diversity we expect to see across the Agency: a mix of civil service, foreign
service, and institutional support contractors with a variety of talents and abilities.
USAID has also hired 13 full-time DEIA Advisors, roles created in specific Bureaus
and Independent Offices to work in collaboration with my team to advance USAID’s
unified DEIA strategy.

As mentioned, I oversee USAID’s 2021 DEIA Strategic Plan, an updated version
of USAID’s DEI strategy, which contains 10 goals to enhance diversity, and promote
an equitable and safe workplace. My office also supports the implementation of
USAID’s Equity Action Plan, which seeks to reduce potential barriers to accessing
benefits and services, procurement and contracting opportunities, and Agency ac-
tions and programs. To achieve continuity across our efforts, we routinely engage
with USAID Bureaus and Independent Offices, including the Bureau for Policy,
Planning, and Learning (PPL), the Bureau for Human Capital and Talent Manage-
ment (HCTM), the Bureau for Democracy, Development, and Innovation (DDI), and
the Bureau for Management, as well as the Office of Civil Rights (OCR) and the
Office of the General Counsel, regional and functional bureaus and our overseas
Missions.

On the diversity front, the Agency strives to remove any potential barriers to
equal employment opportunity in a bid to build a workforce that reflects the diver-
sity of our nation. We work collectively to recruit, retain and promote the Agency’s
talent, yet we still have more progress to make with communities of color, veterans,
persons with disabilities, persons of different religions, persons of different sexes
and gender identities, and persons in rural areas. To address these challenges, we
have expanded our Affirmative Employment Division within the Office of Civil
Rights to include the establishment of a robust Special Emphasis Program—to iden-
tify and remove any potential barriers to equal employment opportunity in Agency
policies, programs, processes, and practices for groups that are traditionally under-
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represented or have been historically subjected to discrimination in the workforce.
We are adding posts with work-study opportunities and increasing paid internships;
those managed by USAID and with third parties such as the Hispanic Association
of Colleges and Universities, and the Urban League.

As we prioritize the diversification of our talent pool, we are actively working to
ensure USAID is an employer of choice for individuals with disabilities, including
disabled veterans. As such, we are prioritizing the use of the Schedule A hiring au-
thority for individuals with disabilities and Disabled Veteran non-competitive hiring
authorities. These non-competitive authorities are invaluable in ensuring we achieve
our goals of reaching 12 percent of our employees be Persons with Disabilities and
2 percent be Persons with Targeted Disabilities or Serious Health Conditions within
the next 2 years.

We are also actively working to diversify our candidate pool through new and re-
newed partnerships and engagements with Minority Serving Institutions (MSIs)
such as Historically Black Colleges and Universities (HBCUs), Tribal and Indige-
nous Colleges and Universities (TCUs), and institutions serving the Hispanic, Asian
American (AA), and Native American Pacific Islander communities. Last year, we
held the first conferences for HBCUs and Hispanic Serving Institutions (HSIs) with
a total of over 3,000 registered students, faculty, and partners. This fall we will host
our second annual HSI and HBCU Conferences and will be expanding conference
outreach to AA and Native American Pacific Islander Serving Institutions (NAPISI)
and planning the Agency’s first TCU symposium in the spring. Our partnerships
with MSIs are intended to do more than diversify our talent pipelines, however; we
hope that these institutions can also collaborate with USAID as thought leaders in
global development, and also ultimately join our cadre of implementing partners and
sub-partners. On top of the Memoranda of Understanding we have signed with
Delaware State University, Tuskegee University, Florida International University,
and Alcorn State University, we are teeing up new partnerships to be announced
this fall and exploring new partnerships with HSIs and TCUs.

We also plan to leverage our Development Diplomats in Residency (DDIRs) Pro-
gram, through which talented Foreign Service Officers are embedded within higher
education institutions in the U.S. to strengthen our partnerships, enhance regional
outreach and recruitment activities, and allow for development concepts to be incor-
porated into the educational curriculum of institutions.

The elevation and unification of these efforts in USAID’s Front Office is about
more than just changing what this Agency looks like. It’'s about changing how it
feels to work here, to partner with us, and how we deliver results, elevating a far
more inclusive array of voices, making sure they have seats at the table, and grap-
pling with the legacies of racism and sexism that plague all our country’s institu-
tions. It’s about overcoming a history of gatekeeping that prevents underrepresented
groups both in the United States and abroad from having a meaningful say in our
humanitarian and development work.

To minimize biases during the hiring process as more diverse candidates apply
for employment, USAID is piloting masked hiring, a process that promotes the miti-
gation of bias by masking information such as demographics and focuses on objec-
tive criteria for positions. This process is currently being piloted within the civil
service and within some of our non-direct hire mechanisms.

We continue to invest in the career advancement and professional development
of our current workforce, including staff based in Washington and around the world.
For staff from underrepresented groups, we are expanding our support for the Inter-
national Career Advancement Program (ICAP), which provides leadership develop-
ment to mid-level professionals from underrepresented backgrounds. Over the past
year USAID has doubled the number of ICAP participants, and we aim to further
expand participation in the program 50 percent next year. We have also increased
our support for the Donald M. Payne International Development Fellowship Pro-
gram, which recruits highly competitive candidates from underrepresented and dis-
advantaged backgrounds to join USAID’s Foreign Service and intend to expand the
Payne Fellowship Program from 15 to 30 Fellows in the coming year. I appreciate
that many Members of Congress have hosted Payne Fellows for summer place-
ments. I hope you will continue to support our Payne Fellows who gain invaluable
first-hand experience on the legislative process.

In my role as CDO, I engage with staff across the Agency and serve as a standing
member of USAID’s Senior Leadership Group Panel, which selects key Foreign
Service leadership assignments. And we will be including DEIA competencies and
objectives into annual civil service performance evaluations, and foreign service pre-
cepts across all workforce levels, including senior leaders, a clear step forward in
ensuring leadership accountability for creating an inclusive and diverse work envi-
ronment.
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As a learning organization, we are committed to capacity-building for our global
workforce. USAID has expanded access to a wide range of DEIA-related training
through our Respectful, Inclusive, and Safe Environments (RISE) learning and en-
gagement platform. USAID’s RISE training has reached more than 6,100 individual
staff since June 2020 and is a gold standard for the Federal Government. Over a
third of our workforce, including over half of USAID leadership, has participated in
at least one of the 660 RISE trainings or events held since June 2020.

USAID has also developed our first-ever DEIA climate survey, which, when com-
plete, will establish a baseline for DEIA related metrics and enable longitudinal
evaluation across the workforce. The survey will expand our insights into the diver-
sity of USAID’s workforce through the collection of expanded demographic and sex-
ual orientation and gender identity data and will help us better understand staff
perceptions on USAID DEIA efforts.

USAID’s DEIA efforts go beyond building a diverse workforce and an equitable
and inclusive workplace, we are also committed to expanding the universe of USAID
implementing partners by reducing potential barriers for underrepresented groups
and organizations from the U.S. or overseas. In November, we launched the
WorkwithUSAID.org platform, a free online resource hub built to support new and
existing partners with the knowledge, tools and networks to navigate how to work
with us. Since its launch, we have hosted 37 external events to promote the plat-
form, reaching over 10,000 people with 2,373 approved partner profiles uploaded to
date, of which 390 are U.S. companies.

As we grow and expand our partnership base, our localization initiative is critical
to diversifying the Agency’s implementing partners. Localization encompasses a
range of processes and actions that USAID is undertaking to ensure our work puts
local actors in the lead, strengthens local systems, and is responsive to local commu-
nities. USAID’s localization efforts include streamlining the Agency’s internal proc-
esses to facilitate partnerships with vetted local organizations and expand our sta-
ble of non-traditional partners. One important way USAID approaches localization
is through our New Partnerships Initiative (NPI). For NPI, Missions and Operating
Units must specifically outline plans for enhancing equity and inclusion through
their acquisition and assistance practices and program implementation in the coun-
tries in which USAID operates.

As we provide development and humanitarian assistance, we are also tapping into
the expertise of U.S. small and disadvantaged businesses through the work of
USAID’s Office of Small and Disadvantaged Business Utilization (OSDBU). To ex-
pand our work with these small and disadvantaged businesses we have included the
businesses in the Agency’s draft 2022 Acquisition and Assistance Strategy, provided
training to Agency staff on how to work with small and disadvantaged businesses,
and are doing targeted outreach to the small business community throughout the
U.S.

Finally, we are updating and enhancing our policies to ensure that our program-
ming is inclusive, equitable, and reaches marginalized and underserved populations.
Our inclusive development approach is rooted in a both a “below the line” principle,
ensuring we do no harm to those who are vulnerable and marginalized, and an
“above the line” principle that intentionally and proactively includes these groups,
including persons with disabilities, LGBTQI+ people, Indigenous Peoples, and non-
dominant racial, ethnic, and religious groups. USAID is also enhancing implementa-
tion of its nondiscrimination for beneficiaries’ policy, including by making “Inclusive
Development” training mandatory for all staff and developing an accountability
mechanism that can help stakeholders provide feedback to the Agency on its pro-

ams.

We believe all our efforts at USAID will help us bring diverse perspectives and
talents into the national security workforce and provide opportunity and equitable
access in an intentional and deliberate way. In closing, echoing testimony from my
colleague Ambassador Abercrombie-Winstanley, I am grateful to the Members of
this Committee for your attention to and support of our efforts to strengthen our
work and improve development outcomes for the communities where we work
through a comprehensive and unified DEIA strategy. With your support, we will
continue to ensure that USAID is reflective of the values we strive to live up to as
Americans. Thank you for the opportunity to speak today. I look forward to your
questions.

The CHAIRMAN. Thank you. Thank you both.

We will start a round of 5-minute questions.

Ambassador Winstanley, let us start off with the answer to this
question. Why diversity?
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Ambassador ABERCROMBIE-WINSTANLEY. Diversity is at the
foundational level of our nation. We come from everywhere and we
should be represented by everyone who is part of this great nation.

We have talked about human rights, the opportunity in the
United States, and we have to show it. Great ideas come from
every background of Americans and we know the Department of
State benefits from having us all there. So, in short, we have to
represent our nation with representatives from every part of our
nation.

The CHAIRMAN. So we do this not for the sake of diversity itself,
not because it is the nice or right thing to do, because it is the em-
powering thing to do on behalf of our nation.

It is clear to me that we look for an array of skills. We, certainly,
at USAID do not send a rocket scientist to help countries in terms
of agriculture. We look for different experiences.

At the end of the day, those different experiences are also mani-
fested in the diversity of our people and their experiences as well.

We were able to obtain—can we get those charts?

We were able to obtain demographic trends data from GAO,
OPM, and the Department that I would like to share that is quite
concerning.

[EDITOR’S NOTE.—Chart being presented.]

The CHAIRMAN. The red bars on this graph that we are about to
put up represent white employees at the Department. It shows that
in the 1980s the State Department was much more successful in
its diversity efforts than in recent times. From 1981 to 2002, you
can see the percent of nonwhite employees—the blue and other col-
ored bars—more than doubled from 13 to 28 percent, but over the
last 20 years, racial diversity at State barely budged at all, even
as the Latino population has substantially grown across the coun-
try. From 2002 to 2021, the percent of nonwhite employees only
rose from 28 to 34 percent and African Americans actually de-
creased from 17 to 15 percent.

When we look—may we have the other chart?

[EDITOR’S NOTE.—Chart being presented.]

The CHAIRMAN. When we look at the red sections on this second
figure we see that the senior ranks of the State Department remain
largely white in both the Foreign Service and civil service with the
Senior Foreign Service and Senior Executive Services almost 85
percent white.

It comes as little surprise then that only, roughly, 12 percent of
U.S. ambassadors come from underrepresented communities and
only 40 percent of ambassadors are women.

While this committee plays a critical role in confirming ambas-
sadors, we also need more diverse candidates to consider.

As I noted in my opening statement, the State Department sets
the stage for what happens in our other agencies. So if we get this
right at State, we get it right at USAID, at DFC, Ex-Im, Peace
Corps, MCC, and the entire foreign affairs infrastructure.

The first graph demonstrates change is possible and we all know
change comes most quickly when it comes from the top. We are liv-
ing in historic times. For close to two decades I have called for di-
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versity initiatives to address under-representation in our foreign af-
fairs infrastructure.

Last year, Ambassador, you were appointed as the State Depart-
ment’s first standalone Chief Diversity and Inclusion Officer in
April of 2021 by Secretary Blinken, and Chief Diversity Officer
Diallo, you were appointed by the administrator earlier this year
in March.

We also passed the 1l-year anniversary of the President’s June
2021 Executive Order 14035—Diversity, Equity, Inclusion and Ac-
cessibility in the Federal Workforce—and the February 2021 Presi-
dent’s National Security Memorandum prioritizing diversity, eq-
uity, inclusion, and accessibility as a national security imperative.

So I applaud these efforts, but I am concerned that the White
House has yet to allow you to release the diversity and inclusion
strategic plans you are required to draft by Executive Order 14035
a year ago and what signal that sends.

I have a couple of questions. When do you anticipate the plan
being released to State Department and USAID personnel, the pub-
lic, and Congress?

Ambassador ABERCROMBIE-WINSTANLEY. Thank you, Senator, for
the question, Mr. Chairman.

We released the report to the workforce, yesterday. We got per-
mission yesterday afternoon or the night before and we released it
immediately. It is on our SharePoint site and released to our em-
ployee organization so that people can see it.

We will have what I believe is going to be a more user-friendly
version up in a couple of weeks as well so that people can interact
with it, but we have released it.

The CHAIRMAN. When will Congress get that?

Ambassador ABERCROMBIE-WINSTANLEY. I would say at least a
couple of weeks that we get a version that you will actually be able
to understand.

The CHAIRMAN. I look forward to knowing when that is going to
happen and to receiving it.

How is the White House supporting you and your efforts to
change these worrying demographic trends, especially in the senior
ranks?

Ambassador ABERCROMBIE-WINSTANLEY. Thank you.

It has been a strong cheerleader for our efforts. The demand sig-
nal, as you noted, comes from the top from the President, from the
Secretary, and I have the opportunity to continue that demand sig-
nal within our organization.

We are very serious about this now. The statistics that you put
up there are deeply troubling for all of us, but we recognize that
and we have put resources and personnel and leadership from the
top to this problem.

So we have put in place accountability factors with the core pre-
cept. That is a way that we are communicating to the entire orga-
nization that this counts, that we are taking it seriously, and we
are holding people accountable. If you want to be promoted you will
help the organization be better, more diverse, more inclusive, tak-
ing steps with regard to accessibility.
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We are in the midst of conversations, reviewing options on how
to increase transparency and accessibility with regard to senior po-
sitions from the Deputy Assistant Secretary on up.

We have changes that I am sure are going to be very impactful
for the entire organization in the next several months. We have
changed how we are doing our Foreign Service oral exam with re-
gard to using the technology that we have all come to know and,
perhaps, not love, with remote interviews and that is going to help
us expand our reach throughout the nation.

So we have taken several steps, but most importantly, ensuring
that the entire organization understands it counts. We are holding
people accountable. If you want to be promoted, we are holding
people accountable for their behavior if they are not supportive and
making us the best organization that we can be.

The CHAIRMAN. Well, I have many other questions, but in def-
erence to my colleagues, let me turn to the ranking member.

Senator Risch.

Senator RiscH. Thank you.

I heard your statements and I think everything that has been
said, certainly, is laudable.

What I would like to hear a little more is about the details of
recruiting. Could both of you touch on that a bit? How do you go
out and recruit specifically for the agencies and then, specifically,
how do you focus on diversity recruitment, in detail?

Either way. Jump ball.

Ms. DiALLO. Thank you, Senator, for your question.

Through the Global Development Partnership Initiative, USAID
will build a responsive and resourceful and resilient workforce by
increasing the size and diversity of our permanent career workforce
and providing flexibility to hire noncareer direct staff.

Senator RiscH. How did you do that specifically? Did you run ads
in magazines? Did you go on TV? Did you do it on—how did you
do that, mechanically?

Ms. DiALLO. It is a current program that we are running right
now and so what we are doing is through those methods, sir, and
through nontraditional means as well, including outreach to minor-
ity-serving institutions.

USAID held its first HBCU conference last year and the first
Hispanic-serving institution conference as well where we had about
3,000 attending.

Senator RiSCH. Where were those held?

Ms. DiALLO. It was virtual, sir.

Senator RiscH. I see.

Ms. Di1ALLO. So in addition to that outreach, it increases the
awareness of USAID and our jobs. We have also developed a new
recruitment video that promotes the careers in Foreign and Civil
service and it features USAID employees who represent the agen-
cy’s diversity.

Senator RISCH. What about personal interviews when you are
hiring someone? What does a person have to do if they, say, live
in Idaho and they want to go to work at the State Department?

Ms. D1ALLO. I would have to get the details exactly from our HR
colleagues, sir, but my understanding is that we hold virtual inter-
views with people all across the world.
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Senator RISCH. So a person does not have to appear personally?

Ms. DiALLO. Currently, no.

Senator RiscH. Go ahead.

Ambassador ABERCROMBIE-WINSTANLEY. Thank you for the ques-
tion.

We also do remote interviews at this point that I mentioned ear-
lier, and so we have been able to increase our reach across the na-
tion, the middle parts as well. I am from Ohio so I think this is
very important.

We have expanded our diplomats in residence so we are going to
be sending them to more college campuses. We hold recruitment
events across the country and overseas as well because there are
Americans studying abroad.

We use our hometown diplomat program that I have participated
in many times over my 30-plus career when I have gone home to
the Midwest, to Ohio, and to neighboring states, reaching out to
colleges and universities and community colleges in states that are
not on either coast.

We have informal diplomats in residence. I started one myself
when I left the State Department in 2017. I reached out to colleges
in Ohio to offer my services to support students who did not have
access to those Washington, DC, universities to talk to them about
the Foreign Service exam, to help them prepare for it, to look at
internships in the Washington, DC area if they were going to be
studying here or virtual ones that would help give them a leg up.

I have had conversations with other retirees who are doing that
in different parts of the country as well.

Finally, we have started a collaboration with the Association of
Community Colleges because, as we all know, you do not even need
a college degree to join the Department of State. You have to pass
our entry procedures.

So you do not have to go to a 4-year college on either coast or
in the middle of the country. Community colleges have an amazing
array of Americans who would bring background experience and
knowledge that we need, and so we are doing additional outreach
in that area as well.

Also, community colleges have a wide array of Americans, ex-
tremely diverse, whether it is geographic, racial, ethnic, back-
ground, et cetera, that we want to reach and tap and we are taking
strides to do so.

Senator RisCH. What percent of college campuses do you think
that the State Department visits recruiting each year?

Probably not exact, but can you give me a general sense of that?

Ambassador ABERCROMBIE-WINSTANLEY. I would ask you to take
the question back to see if our full time talent management col-
leagues have an idea of that, but it is only going to be an idea be-
cause people like me go out because we love to work for the Depart-
ment of State. So we are going to be reaching college campuses and
the Department will not even know it.

Senator RISCH. Thank you. My time is up, Mr. Chairman.

The CHAIRMAN. Thank you.

Senator Cardin.
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Senator CARDIN. Thank you, Mr. Chairman. Let me thank both
of our witnesses for your service to our country. We thank you for
taking on this challenge.

Diversity at the State Department is critically important, as both
of you have said. America’s strength is in our values and we should
be judged by our actions. So diversity is a very important goal that
we need to obtain. We also have so many challenges in inter-
national diplomacy. We need all the talent of all of Americans in
our State Department.

Then for effectiveness of our foreign policy we need a workforce
that represents this nation. So for all those reasons, it is critically
important that we achieve the goals that you have expressed.

So the chairman’s numbers are extremely disappointing. We
have lost over a decade of progress in diversity at the State Depart-
ment. That is difficult to make up. It takes time for us to achieve
these objectives.

Yes, Mr. Chairman, thank you very much for holding this hear-
ing. This hearing is solely focused on this issue, but I want to tell
you, we have raised these issues with senior representatives at the
State Department in many hearings on oversight of the Depart-
ment, generally, and I am going to tell you I have heard some of
the same replies from those officials that I am hearing today.

I am concerned that we really are not going to see progress, and
I point out the GAO report that was issued in 2020 that showed
the deficiencies in regards to what we needed to do on diversity,
and then last week they issued the report, “State Department Ad-
ditional Actions Needed to Improve Workplace Diversity and Inclu-
sion,” and it points out the deficiencies in performance measures
and accountability.

I have heard you mention, Madam Ambassador, that you are
dealing with performance and accountability, but we have not seen
the specifics.

So how can you reassure this committee that you have listened
to the challenges we have had for a long time at State Department,
not having adequate performance measures and not having ade-
quate accountability to make sure we achieve our objectives? What
is different under your leadership?

Ambassador ABERCROMBIE-WINSTANLEY. Thank you. Thank you,
Senator, for the question.

It was important from the very beginning when we started this
mission that it be clear this time is different. Our credibility with
our workforce demanded it. Our credibility with you and the Amer-
ican people demanded it, and so we have taken concrete steps with
regard to accountability for actually moving this forward in addi-
tion to putting the need for support for DEIA in our performance
evaluations.

Again, this was a clear signal to all of our workforce from top to
bottom that this work is important, that we are taking it seriously,
that it is going to count with regard to your ability to be promoted
in the Foreign Service, and it is for senior leaders down to the
entry level. Everyone has to address this. It is part of the civil serv-
ice job performance element for those who supervise. So we are
sending a clear signal there.
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We have released guidance on integrating DEIA into our post-in-
tegrated country strategies. So this is not Washington-focused. This
is around the world.

We have strengthened our policy on vetting. We get back to that
accountability. People can talk the talk, but are they doing their
best to ensure that we have the best representing our nation.

One of the ways that we have done this is to ensure that I am
on the committees that select senior positions—chiefs of mission,
deputy chiefs of mission, deputy assistant secretaries, and principal
officers.

So everyone heading up the ladder understands that this issue
and their support, participation, impactful work on this issue is
going to count with regard to whether they are going to be tapped
for leadership positions.

So those are things that we have done with regard to account-
ability so that people understand that we are serious, and we con-
tinue to make the point in our actions and in our words because
we know that we have a credibility gap. We know what those num-
bers are.

Senator CARDIN. Let me just conclude by—you started by saying
that you have invested a lot of resources in getting the specific de-
mographic information about the workforce broken down by De-
partment, et cetera. Will you make that information available to
this committee on a regular basis?

Ambassador ABERCROMBIE-WINSTANLEY. Yes.

Senator CARDIN. Thank you.

The CHAIRMAN. Senator Cruz.

Senator CRUZ. Thank you, Mr. Chairman.

Ambassador Abercrombie-Winstanley, the Biden administration,
I believe, is staffed by radicals. The State Department has consist-
ently alienated our friends and appeased our enemies.

You are empowered as the State Department’s first standalone
Chief Diversity and Inclusion Officer. Your mandate is to promote
a concept on the left called equity, which, I think, is nothing more
than brazen discrimination.

You were appointed in April 2021, and as you extensively testi-
fied this morning, you introduced fundamental changes to the State
Department hiring practices in line with the mandate of equity to
affirmatively and aggressively discriminate.

A year after your appointment in April 2022, the State Depart-
ment released its “equity action plan” to integrate these so-called
?quity principles into “all aspects of State Department foreign af-
airs.”

That very week, just days after you published the equity action
plan and 1 year after you began your tenure, a senior State De-
partment official broadly distributed what I consider to be a very
troubling email. T have a copy of that email next to me. Let me
read from a part of the email.

The email says that hiring practices have developed inside the
State Department so that, and I will quote, “that certain can-
didates could not be hired because they have a disability—they are
white men. They are straight white men. They are not of the ‘right
religion.” All of these are verbatim quotes from the email of a sen-
ior State Department official.
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My first question to you is did you clear this guidance?

Ambassador ABERCROMBIE-WINSTANLEY. Thank you for the ques-
tion, Senator.

I have never seen that before.

Senator CRUZ. You have never seen the email before?

Ambassador ABERCROMBIE-WINSTANLEY. I have never seen it.

Senator CRUZ. You did not know it had been sent?

Ambassador ABERCROMBIE-WINSTANLEY. This is the first time I
am seeing it, sir.

Senator CRUZ. Do you know that it is happening, that the State
Department perceives—and this is, I believe, as a result of your
work—that they have a mandate to discriminate against—as the
email says, to discriminate against people with disabilities, to dis-
criminate against white men, to discriminate against straight
white men, and to discriminate against people that are not of the
“right religion.”

I am not sure what that meant, but I suspect it meant that if
someone is a Christian. I do not know that because that is not
what the email says.

Are you aware these practices are happening at the State De-
partment?

Ambassador ABERCROMBIE-WINSTANLEY. Again, thank you for
the question. I am definite and certain that they are not happening
at the State Department, but again——

Senator CRUZ. So do you believe the senior State Department of-
ficial who sent this email was lying?

Ambassador ABERCROMBIE-WINSTANLEY. Senator, I cannot com-
ment. I do not know who that is from. I do not know if it is—I have
never seen it before.

Senator CRUZ. So you are the Chief Diversity Officer and you are
arguing you are certain discrimination is not happening at the
State Department.

Is that right? Is that what you are testifying? It is what you just
said.

Ambassador ABERCROMBIE-WINSTANLEY. I am saying that it is
against the law and we certainly are not overtly or on purpose
breaking the law in the Department of State.

Certainly, there are members of our organization who do dis-
criminate, who do harass, who do bully, which is why we are trying
to put in place programs to address it and to strengthen account-
ability for those who do break the law.

Senator CRUZ. So you did not clear this guidance, and after it
was sent you are testifying now that you remained unaware of it.
So no one showed it to you.

You were in the State Department for a year. You were empow-
ered in your position in an unprecedented way. In your testimony,
you talked about creating a DEIA data working group about hiring
practices and a dedicated DEIA core precept, and your testimony
is you did not know that this discrimination was happening. My
staff can transmit to you the exact header and the details of this
email.

Ambassador ABERCROMBIE-WINSTANLEY. Okay.
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Senator CRUZ. I have to say, Ambassador, I find it a little bit
amazing that this discrimination is being reported to be ongoing in
the Administration and you are professing to be unaware of it.

I am reminded from a line from the movie “Office Space”—what
would you say you do around here? What is your job if not to stop
discrimination? Unfortunately, I believe what your job in practice
is, is encouraging this discrimination.

This is a manifestation. You just said a minute ago in testimony
your hiring and promotion in the State Department will depend on
complying with the edicts from your office.

Is it good for the State Department and good for the United
States Government to be actively discriminating based on dis-
ability, based on race, based on being a straight white man, or
based on not being the right religion? Is that good or bad?

Ambassador ABERCROMBIE-WINSTANLEY. Senator, as I am look-
ing at the email it does appear to me—and my eyesight is not
great—that people have reported comments. That is certain can-
didates.

Senator CRUZ. So what it says is, unfortunately, over the past
several months, a number of people have reported comments that
certain candidates could not be hired because.

So these are employees at the State Department saying we can-
not hire someone because, and here is what the email lists. They
have a disability. They are white men. They are straight white men
or they are not of the right religion.

Ambassador ABERCROMBIE-WINSTANLEY. Indeed. So I would say
comments does not at all say it is, indeed, happening.

Senator CRUZ. Comments from hiring people saying we cannot
hire them because of it.

The CHAIRMAN. The time of the senator has well expired.

I would ask the senator to submit copies for the rest of the com-
mittee so we could see it, and if there is an attribution, which I
do not understand if there is or is not one—if there is an attribu-
tion then that person should come forward and it should be fully
investigated what he has to say. Otherwise, we have an anonymous
entity.

The next person is Senator Booker.

Senator BOOKER. I want to thank the chairman, who has been
championing this issue not just in the State Department, but
throughout our society for a long time.

I also think that I state the obvious when I say that all through
the private sector, through companies that are run by people all
across the political spectrum, they see diversity as a strength.

We know this from Harvard Business School studies to big con-
sulting firms like McKinsey. Companies do better when they have
diverse teams at the table.

My mom, having been an HR officer for IBM focusing on these
issues way back in the seventies and the eighties, understands that
their competitive edge was improved by making their workforce
more reflect the population of the United States.

As someone who has traveled around the world now in the privi-
leged office that I hold, I have to say it is always disappointing
when I sit in a State Department team in a foreign country and
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see very little diversity, not because I just like to see diverse folks,
but because I know diverse teams are better teams.

That is why I am extraordinarily grateful for the mission that
you both hold and the work that you both do. Again, having grown
up at a kitchen table listening to a mother that was trying to help
serve the bottom line of IBM by making more diverse teams, I
know how difficult it is on everything from pipeline issues to even
retention issues because often when you promote diverse can-
didates, because there is such a paucity of them, they have a lot
of demands for other opportunities.

So I just want to say thank you, first and foremost. I know your
dedication to your mission. I know the hill that you have to climb.

I know, as the chairman put forth, we have a lot of really urgent
work to do. Again, this is not just a radical agenda of some left-
wing politician. This is an agenda that I see from the tech industry,
from manufacturing across the board in the United States of Amer-
ica. We know when we draw from the full talent of this country we
are so much better.

Tim Scott and I—again, in a bipartisan way—both understood
that one of the biggest barriers to often getting folks in is just the
experiences they start having as young as college students and for
paid internship programs.

We put forth a bipartisan bill for paid internships. I was very
happy to see, even though the bill has yet to pass, that there was
$10 million put in the last budget in the State Department.

I would just love to hear how that is going and if there are some
things that you might be able to tell me that we should be thinking
about as we look forward to trying to create that pipeline of people
seeing this as an experience and a possible profession.

Ambassador ABERCROMBIE-WINSTANLEY. Thank you, Senator, for
the question.

I must take the question back for details to my colleagues in
GTM, but I know that people are hard at work getting ready the
program to start our paid internship program.

One of the most important things is to have the money to con-
tinue it. We do not want to have it for one round of young people
who need the money, who deserve the money. It is going to allow
us to reach a wider array of Americans and bring them in to our
organization and we do not want it for just a limited time. We need
a steady, full pipeline. So that would be my request on that, but
as additional information, I know, we are planning for the fall and
people are hard at work.

[EDITOR’S NOTE.—The requested information referred to above fol-
lows:]

We thank the Senate for the continued support for the Paid Internship program.
We are excited to welcome the first cohort of paid interns this Fall after launching
the program in the Spring of 2022. We received over 2,000 applications in less than
a week after the application period was open for the initial pilot of 200 interns. The
Department released the Spring 2023 vacancy announcement for the Paid Intern-
ship program at the beginning of July and we expect to welcome 300 interns for
that cycle. Our goal is to provide students opportunities to gain experience and in-
sight into the business of diplomacy to advance U.S. interests worldwide. Providing
interns meaningful assignments and mentoring are essential for a successful intern-
ship. Offering paid internships broadens the pool of participants to include those
that may not be able to afford to travel and support themselves in Washington, DC
or abroad for an unpaid internship, thereby reaching previously underserved popu-
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lations of students. All internship and fellowship programs are, first and foremost,
a recruiting tool and are not meant to fill staffing gaps. We work with each of our
bureaus to reflect recruitment and policy priorities for the Department.

Senator BOOKER. Yes. No, it is extraordinary. I know when the
CBC started offering—the Congressional Black Caucus—started of-
fering paid internship programs here in the Capitol it made such
a big difference because so many students do not apply for intern-
ships because they are not paid. So I appreciate you affirming that.

Can I also ask you, one of the things that GAO’s 1989 and 2020
reports indicated is the State Department has not really been suc-
cessful in identifying some of the barriers towards hiring when it
comes to hiring and advancing women and minorities in the De-
partment?

The recent 2022 report acknowledged significant improvement,
but that there is still a lot of work to be done. The recommendation
from the Government Accountability Office is that the Department
create a plan to improve its barrier analysis process.

That is the challenge and, in your view, what has hindered the
State Department with regard to identifying the barriers to hiring
a diverse workforce in the first place?

Ambassador ABERCROMBIE-WINSTANLEY. Thank you, Senator.

Being diplomatic, I will say more resources and focus on actually
doing it was necessary. It is one of the main tools that my office
used.

So we have four barrier analyses underway as we speak, and so
we are going to take a hard look because that is how we find out
what we need to do. We have got to have that. So my office focuses
very much on barrier analysis.

Senator BOOKER. Well, listen, I will submit some other questions
for the record. I just want to say you all are great patriots.

If this country is going to compete on the playing field that is an
international global playing field right now, we cannot leave our
Eest 1’;calent—some of our best talent on the sidelines or on the

ench.

So what you all are doing is making our country stronger and
better in a more increasingly complex and challenging global world
and I am deeply, deeply grateful for your work.

I celebrate you both, and my office is here to help in any way
we can.

Thank you, Mr. Chairman.

The CHAIRMAN. Thank you.

Before I call on Senator Rubio, I was just struck. Our colleague
made the declaration that equity is discrimination.

So I thought that maybe I had in my schooling lost the concept
of what equity was so I looked up—according to Oxford Dictionary,
equity is defined as the quality of being fair and impartial, the
freedom from bias or favoritism. So if equity is discrimination, then
I assume justice, under that view, is inequality.

Senator Rubio.

Senator RuB1io. Thank you.

Ambassador Abercrombie-Winstanley, the President’s executive
order—I think it is 13985—it provides a list of underserved com-
munities and it mandates that executive agencies seek to promote
equitable, fair, and impartial outcomes for those communities.
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I, too, believe not only is diversity our strength as a country, but
if, in fact, our workforce does not reflect our population then it
merits an inquiry into what are the impediments—are there any
artificial impediments that are leading to that outcome.

In the list of the underserved communities are groups that have
historically faced discrimination in this country on the basis of
their race, their religion, their gender, but it also includes a list of
other groups: first-generation college students, which I happen to
be; people with limited English speaking ability; immigrants; the
elderly; former convicts; people from rural areas; military spouses;
single parents. All good groups.

I am just curious. If we include all the people that have been dis-
criminated against historically plus all these other groups, who is
not an underserved community?

Ambassador ABERCROMBIE-WINSTANLEY. Thank you for your
question, Senator.

I can tell you that my office looks at this two ways: a) that our
responsibility is focused on those groups who have been historically
underrepresented in the Department of State who are protected
classes, and so that is a more narrow list of people than the first
group that you mentioned.

The reality is as we work to remove barriers to those groups we
are, in fact, leveling the playing field for every group. We are fo-
cused on making merit-based decisions, so removing those artificial
barriers.

When we do things like ensure that people can interview for the
Department of State via a virtual technique, while it might, indeed,
help groups that are in the center of the country or from families
that cannot afford a $1,000 plane ticket to fly to San Francisco or
Washington, DC, it is also going to touch on other groups of people
who also have that problem.

In that way, we are able to hit that wide variety of——

Senator RUBIO. No, and I understand, but when you add to the—
and I know you did not write the executive order, but what I am
saying is that when underserved communities expands to include
all these other groups, which are all—there is nothing—I under-
stand the struggles or the challenges of each of these groups indi-
vidually—it just seems like we have really narrowed the pool of
people who we do not consider underserved to a very narrow cat-
egory of people, which obviously begs the question what informa-
tion—do we keep a list of, for example, the religious affiliations of
all the employees? Do we keep a list of everybody’s ethnicity?

Ambassador ABERCROMBIE-WINSTANLEY. We collect limited infor-
mation on demographic information and we have a number of em-
ployee organizations that group around many of these other charac-
teristics that you have mentioned.

Whether it be singles at State, working parents at State, vet-
erans, none of those are protected classes per se, but they do have
issues that employees talk about, work with our HR or global tal-
ent management to ensure that they have a level playing field and
the ability to serve to the best of their ability when they are in the
Department.

Senator RUBIO. I guess my point is I do not know how we can
possibly make these efforts to help these groups—a broad array of
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individual groups that have been defined as underserved without
collecting information about all these topics.

Are they the first to go to college in their family? What is their
religion? What is their race? How well do they speak English? Are
they immigrants?

I mean, that is the point I am trying to make. We are collecting
a lot of information.

My time is short. I did want to ask you, I am curious how U.S.
interests were advanced by promoting a film festival in Portugal
that highlighted “Minyan” which is a film about a 17-year-old boy
who has sexual relations with an adult bartender, and “Saint-
Narcisse,” which is a film about incestuous twins.

How would promoting—which was part of some sort of drag
queen film festival in Portugal—how does that advance our na-
tional interest and how much taxpayer money was spent putting
on this film festival?

Ambassador ABERCROMBIE-WINSTANLEY. Thank you for the ques-
tion, Senator.

I will take it back to get an answer for you. I do not know.

Senator RUBIO. You are not familiar with this——

Ambassador ABERCROMBIE-WINSTANLEY. I am not familiar.

Senator RUBIO. So you do not know how much we spend or how
many State Department employees work—you are just not familiar
with the topic?

Ambassador ABERCROMBIE-WINSTANLEY. I am not familiar with
those films or that festival, Senator.

Senator RUBIO. Okay. Thank you.

The CHAIRMAN. Do you handle festivals as part of your portfolio?

Ambassador ABERCROMBIE-WINSTANLEY. I do not.

The CHAIRMAN. Okay.

Senator:

Senator RuB10. Well, does she handle—no, no, Mr. Chairman.
That is not the point. The point is it is part of the diversity

The CHAIRMAN. The point is I just want to clarify for the record
that she does not handle festivals. It is a legitimate question and
I look forward for her to get back with the answer.

Senator RUBIO. She handles diversity and equity issues, which
this was part of the diversity and equity initiative.

The CHAIRMAN. But that initiative is not necessarily one that is
diversity and equity. It may have been part of a State Department
program——

Senator RUBIO. Actually, it was advertised as such, Mr. Chair-
man. It was advertised as such.

The CHAIRMAN. Okay. Then I look forward to seeing the answer
to that as well.

[EDITOR’S NOTE.—The requested information referred to above fol-
lows:]

The United States strongly supports protecting and promoting the human rights
of LGBTQI+ persons. We support freedom of expression and do not censor our
grantee’s content or products.

In September 2021, through its competitive small grants program, U.S. Embassy
Lisbon issued a $10,000 grant to the Queer Lisboa group in charge of running one
of the most popular LGBTQI + film festivals in Europe since 1997. The grant sup-
ported the screening of the iconic 1991 LGBTQI+ film “My Own Private Idaho”
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amongst other films by Gus Van Sant and influential American LGBTQI+
filmmakers, bringing an American perspective and talent to the festival.

This award made up one part of our overall Public Diplomacy engagement be-
tween the United States and Portugal, supporting our shared values on human
rights and social inclusion of LGBTQI+ persons, while advancing our overall diver-
sity, equity, inclusion and accessibility efforts.

The CHAIRMAN. Senator Coons.

Senator COONS. Thank you, Chairman Menendez and Ranking
Member Risch, and thank you to our two witnesses today.

I am so pleased that you are here. I think this shows
intentionality and leadership by this Administration.

I do not often make a practice of responding to comments by my
colleague, the junior senator from Texas. It is not often productive,
necessary, or even relevant to the conduct of hearings before this
committee.

Today, I feel I have to. He launched into a diatribe against the
Administration, announcing that, in his view, the Biden adminis-
tration is run by radicals and he cited as evidence for that directly
your job roles, the fact that there is now a Chief Diversity Officer
at the State Department and USAID.

I have a little experience with this field from my time in the pri-
vate sector. I actually spent 8 years at a global manufacturing com-
pany and a global manufacturing company that is a profit making
enterprise, not a social service organization.

Over several years, in consultation with McKinsey, its leadership
concluded that the demonstrable lack of diversity in our company
in who was being recruited and trained and hired and promoted
and who made the key leadership decisions was having a demon-
strably negative impact on outcomes.

This was not some woke agenda. This is something that the vast
majority of America’s highest performing most profitable companies
have also concluded.

I just took a quick look here in the last few minutes online and
I will tell you that the following corporations have chief diversity
officers: 3M, Dell, Hilton, Nationwide, Wal-Mart.

The list can and should go on because a chief diversity officer is
someone who is at the table in a C Suite in a company making rec-
ommendations, suggesting strategies for how to make sure that the
most talented possible people end up working for that company.

It requires intentionality, it requires strategic investment, if we
are going to have the best possible Americans serving us overseas
as diplomats and development professionals.

Now, in the dozen years I have been blessed to have the chance
to serve here in the Senate, I have also had the incredible oppor-
tunity to meet Foreign Service Officers and USAID development
professionals overseas.

These are very tough jobs. They are very demanding, and it re-
quires our very best.

So I simply wanted to ask both of you: How important is sus-
tained effort at making progress in ensuring that the two agencies
you help serve and lead are, in fact, recruiting and retaining and
promoting our very best, which requires diversity in terms of the
recruitment pool and inclusion in terms of how the cultures of the
entities work and equity in terms of the opportunities in your
workplaces.
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How important is it that we sustain our investment in paid in-
terns, something that we in the Senate have seen in our own of-
fices makes a critical difference in who we are able to recruit and
retain in our offices?

How important is it that we sustain the Rangel and Pickering
and Payne Fellowships? How important is it that we have a chief
diversity officer for State and USAID, not just in this Administra-
tion, but in the next and the next and the next?

If T could ask one question of the two of you today, it would be
how important is sustained effort around diversity, equity, and in-
clusion.

Madam Ambassador.

Ambassador ABERCROMBIE-WINSTANLEY. Thank you so much for
the question.

It is key, and the statistics that the chairman put up earlier
about how minimal our progress has been over past years makes
the case for me. That is why putting resources, personnel dedi-
cated, experienced, knowledgeable to the issue and having the sup-
port from you with regard to continuing the paid internships is ab-
solutely crucial.

We are going to change those statistics, but it is going to come
from sustained effort from the leaders, from the workforce itself,
and I am certain that we can continue because we have done a cli-
mate survey. We know that the vast majority of our employees un-
derstand what we are doing and support it. We have got that
knowledge already.

We are going to change our organization, but sustaining it is ab-
solutely key.

Senator COONs. Ms. Diallo.

Ms. DiAaLLO. Thank you very much, Senator, for that question.

At USAID, I believe that we have actually put in place a lot of
initiatives and programs that will ensure that our DEIA efforts are
sustained.

For years DEIA has been critical to the workforce there and I do
believe that beyond my tenure it will continue. We have a Respect-
ful, Inclusive, and Safe Environments training, trained over 6,000
staff members across the agency and in our missions, and offered
over 650 RISE training events and seminars.

We are happy to say that our 2022 FS—Foreign Service Officer
cohort was the most diverse to date with a breakdown of 52 percent
making up racial and ethnic minorities. This includes a higher per-
centage of Black, or African Americans, at 18 percent, Hispanics at
18 percent, and Asians at 14 percent.

Senator COONs. Thank you. Thank you both.

I just, in quick closing, want to commend Administrator Power
for coming to Delaware and signing an MOU with our HBCU Dela-
ware State for research and also to open that opportunity channel
and, frankly, Ambassador Linda Thomas-Greenfield and I, and Sec-
retary Blinken and I, have spoken about this repeatedly. It is im-
portant we sustain this effort.

Mr. Chairman, thank you for today’s hearing.

The CHAIRMAN. Senator Kaine.

Senator KAINE. Thank you, Mr. Chair, and thank you to the wit-
nesses for the important work that you do.
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I hate it when people act as if there was no history before we
walked into a room and pretend that the reality of discrimination
against groups of people did not actually happen.

Many groups of people—Irish—faced discrimination, but others
have faced much more serious discrimination that still needs to be
repaired and remedied. The discrimination was not accidental. It
was intentional, and the discrimination was perpetrated by the
State Department and by Congress.

The actions that you are undertaking are not just about fairness,
but they are also about something very fundamental, which is
atonement for past problems that have dramatically reduced the
diversity of the federal workforce.

The federal workforce was integrated in the years after the Civil
War, but when Woodrow Wilson became president in 1913, he
issued orders to his cabinet secretaries requiring that the federal
civil workforce be resegregated in ways that were directly contrary
to African-American employees, and that turned the federal work-
force from a model at the time into one that was one of the most
harshly segregated at the time.

That executive order hurt African Americans, and African Amer-
ican under-representation in federal employment persisted for dec-
ades as a result of an action of the President of the United States.

What about the United States Senate? Joe McCarthy led a set
of hearings in the 1950s attacking LGBTQ employees from this
chamber, the greatest deliberative body in the world.

Hearings were held, one of which was titled “The Employment of
Homosexuals and Other Sex Perverts in Government.” Those hear-
ings led to the issuance of a widely read report that falsely as-
serted that gay people posed a security risk. The report of the Sen-
ate found that gay people were unsuitable employees because, “One
homosexual can pollute an entire government office.”

In response to the Senate hearings and Senator McCarthy’s alle-
gations, the Department of State increased persecution of LGBTQ
people and more than a thousand Department of State employees
were dismissed because of their sexual orientation.

Now, I think it is important that we think about people who are
not represented for any reason. If they are from rural America, if
they are from a minority religion, it is all incredibly important, but
when this body and this government has intentionally perpetrated
policies that were hostile to African Americans or hostile to LGBTQ
or hostile to anyone else, how dare—how dare—someone come and
question your efforts to create an equitable and fair workplace
where people who have been historically kicked around by the Fed-
eral Government can see progress moving forward that will make
them have confidence that they will be reviewed fairly and on their
merit, should they want to work for us?

That is why the work that you are doing is so very important,
to my way of thinking.

Now, the GAO reports that have been done about the State De-
partment, I want to just focus on one piece of it. Surveys of State
Department employees tend to be more favorable about the State
Department’s recruiting efforts than about the State Department’s
retention efforts, and as you move further up in the hierarchy at
the State Department, the challenges of representation of commu-
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nities that have been discriminated against in the past tends to
dwindle.

Tell us about what you are doing on the retention side to make
sure that high-quality diverse individuals who get over that tough
hurdle and come into the State Department stay and make a ca-
reer out of it.

Ambassador ABERCROMBIE-WINSTANLEY. Senator, thank you for
the question.

This is a very important aspect of it. You are right, we do better
with recruiting than retaining. So we have stood up a retention
unit. My office works very closely with them. They have begun exit
interviews and we are getting qualitative interviews. So if someone
says they are intending to leave, we are also delving in to the why.

They are also going to be doing stay interviews, and I was just
speaking this last evening about habitually doing it at year 19 be-
cause year 20 is when you are vested and can leave if you are age
50.

So we are looking to ensure we understand what keeps people
going and what is making them think about leaving so that we can
correct it before they go.

So a lot of attention is going to retention.

Senator KAINE. Ms. Diallo, do you have any anything additional
to add to that?

Ms. DiaLLo. Thank you, Senator.

Just to say that USAID has a very robust coaching program
where we are providing executive coaching to our career staff and
our retention data in 2022 actually shows that we are at a low at
4.2 percent, which is down from 7.7 in 2021. I believe that the ef-
forts that we are doing to provide professional development and
training is actually proving and serving that benefit.

Senator KAINE. Thank you. Thank you.

Chair Shaheen.

Senator SHAHEEN [presiding]. Thank you, Senator Kaine. I am
filling in for Senator Menendez. It just happens that I get to ques-
tion next.

Probably even more concerning, Senator Kaine, than the restric-
tions that you cited that the Federal Government has done over
our history is the fact that there are some who want to return to
those restrictive policies and they want to return to them not just
in terms of the Federal Government, but across our society, and
that is particularly concerning.

Thank you both very much for being here and for what you con-
tinue to do on an ongoing basis.

Last December, more than 200 Foreign Service Officers sent a
letter to the Department expressing concern about access to repro-
ductive services for women serving the country abroad as an FSO
or their family members.

Can you talk about the impact of that access to comprehensive
reproductive services is having on women who—and their families
who are interested in working for the State Department or USAID?

Ambassador ABERCROMBIE-WINSTANLEY. Thank you for the ques-
tion, Senator.

I know that this is an issue. I know about the letter that was
written and that our leadership has sent out reassuring messages
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to the workforce about the importance, and that our medical bu-
reau is looking to provide details about what is available and how
support will be provided, and I will ask to take the question back
so that I can get you a fully informed response to what steps are
being taken.

Senator SHAHEEN. Thank you, because my second question was
going to be is this something that your office is working to address.
So I would be very interested in hearing that, and one of the things
that I understand is that nearly 80 percent of medical officers at
the Bureau of Medical Services are men—predominantly white
men.

So that lack of diversity, obviously, has an impact on those peo-
ple that are being served by that agency.

Ambassador ABERCROMBIE-WINSTANLEY. I would not disagree.

Senator SHAHEEN. You do not need to respond to that. That is
a declarative statement.

In that same letter from last December, the FSOs also expressed
concern about the inconsistent availability of rape kits, and the IG
has previously noted that sexual harassment is likely under-
reported in the Department, that a key reason is the lack of con-
fidence in the Department’s ability to resolve complaints and that
this inconsistent access to rape kits and lack of training by staff
fundamentally undermines the ability of those who are assaulted
to seek justice and accountability for any crimes committed against
them.

Can you talk about how you are responding to that kind of con-
cern?

Ambassador ABERCROMBIE-WINSTANLEY. Thank you for the ques-
tion, Senator.

It is extremely important. We are working, of course, with the
Office of Civil Rights where our anti-harassment program currently
sits.

In my formal remarks, and I will repeat now, we need more
funding because we need investigators to move the investigations
open because we have informed our employees about the impor-
tance of reporting, of the importance of eliminating the behavior,
but reports of harassment have gone up so there is increased credi-
bility that we are serious about this. We need the money to in-
crease the investigators so that we can get to the bottom and end
the behavior. So yes.

Senator SHAHEEN. Well, thank you. I am glad to hear that that
is a focus of what you are looking at.

One of the initiatives that I know is not directly under either of
your portfolios, but that I think is important and helps address the
gender aspect of what we are trying to do when we talk about in-
clusion is the Women, Peace, and Security Act, which was signed
in 2017, and it asks us to prioritize policymaking through a gender
lens, particularly when it comes to national security.

Can either of you speak to whether your offices are looking at the
WPS initiative and how that is being integrated in the State De-
partment and USAID?

Ambassador ABERCROMBIE-WINSTANLEY. Thank you for the ques-
tion, Senator.
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I can say that my office does not specifically look at it. It is in
the Office of Global Women’s Issues, a wonderful office, and we
have our new Special Representative for Racial Equity, who is tak-
ing over the agency equity plan.

So that is where those issues lie, but of course we are cooperative
and supportive because it is inside our organization as well as out-
side our organization.

So I will leave it there.

Neneh.

Senator SHAHEEN. Ms. Diallo.

Ms. DiALLO. Thank you, Senator.

We actually also, like the Ambassador, do not manage the gender
program. However, we do have a senior gender coordinator and ad-
visor who also reports to the administrator, and I will be happy to
take your question back and—the question for the record.

Senator SHAHEEN. Thank you. Thank you both.

Senator Markey.

Senator MARKEY. I yield to Senator Murphy.

Senator SHAHEEN. Senator Murphy.

Senator MURPHY. Thank you, Senator Markey.

Senator Markey is next. I have yet to vote. So I was just going
to sneak in one quick question, not take my full time.

I appreciate it, Senator Markey.

Ambassador Winstanley, I appreciate our work together. You and
I, along with Representative Castro, chaired a task force put to-
gether by the Truman Center to make recommendations about in-
novation at the State Department and fostering diversity and inclu-
sion, and enjoyed doing that work together.

One of the recommendations that we made as part of that report
was to revitalize the Office of Subnational Diplomacy at the De-
partment of State. This is a capacity that the State Department
had long ago. I think Secretary Blinken is committed to bringing
it back, and we have bipartisan legislation here that would make
it a permanent capacity at the State Department.

What it, basically, does is allows an ability to organize state pub-
li]g ser&vants, local elected officials, to represent the United States
abroad.

Now, that is just good diplomacy because China is doing that at
scale. We are not, but it also is a really quick way to diversify the
voices that are representing the United States abroad.

The ability to create a more diverse permanent staffing pipeline
can take some time, but you can very quickly make sure that we
have a diverse set of voices representing the United States abroad
if you have more state and local actors out there, even in brief
bursts of diplomacy showing up around the world representing the
United States.

So just my only question to you is how does the effort to rebuild
state and local diplomacy fit into this question of diversity and in-
clusion work?

Ambassador ABERCROMBIE-WINSTANLEY. Thank you, Senator, for
the question.

I could not agree with you more and, certainly, having been in
leadership positions around the world when we had state and local
officials come to visit and sent them out where delegations are to
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speak, I know the value of those voices externally as well as inter-
nally.

Not to take away anybody’s thunder, so I know simply that we
are moving forward with this and I will take your question back
for further input from the Department, but I know we are moving
forward.

[EDITOR’S NOTE.—The requested information referred to above fol-
lows:]

The Department recognizes the role of subnational diplomacy in advancing U.S.
values and priorities on the international stage, as well as the fact that state and
local officials are increasingly interacting with and collaborating with global part-
ners. As part of the Secretary’s modernization agenda, the Department is committed
to engaging state and local actors on a range of national security priorities, and this
includes building inclusive recruitment pipelines and advancing diversity, equity, in-
clusion, and accessibility more broadly in our foreign policy.

Senator MURPHY. Great.

Thanks, Senator Markey, for allowing me to jump in quickly.

We have legislation that we can pass or include as part of an au-
thorization bill to create this new office, but I think Secretary
Blinken is intending to move forward, seeing it as a real benefit to
our ability to be everywhere and anywhere around the world.

Thank you very much, Madam Chair.

Senator SHAHEEN. Thank you, Senator Murphy.

Senator Markey, I am going to leave the hearing in your capable
hands since I also have not voted and I need to go do that.

Senator MARKEY. Would I then conclude the hearing?

Senator SHAHEEN. Senator Menendez is coming back.

Senator MARKEY. He is? Okay. So I would then put the hearing
into recess, I think, at that point. Thank you.

Senator SHAHEEN. Thank you.

Senator MARKEY [presiding]. So you have talked about the im-
portance of using an evidence-based approach to identify barriers
to equitable merit-based hiring and career outcomes.

How is the Department of State collecting data on diversity, in-
cluding on LGBTQ + persons in the Department?

Ambassador ABERCROMBIE-WINSTANLEY. Thank you for the ques-
tion, Senator.

We have our employee portal where employees can voluntarily
provide information—demographic information—about themselves.
We are working with—we have started working with the Census
Department. We are working with another government agency to
put together a pilot to break down the LGBTQAI+ nomenclature
to ensure that we get it right, but that will allow people to identify
themselves because we have already learned from our employees
that often they do not provide information because they do not see
themselves in the choices available.

We are trying to expand those choices.

Senator MARKEY. Ms. Diallo, currently USAID collects diversity
data sporadically on 70 percent of the workforce. How would you
suggest that AID modify its data collection process to capture—to
?nsuge that you are capturing a more full picture of your work-
orce?

Ms. DIALLO. Thank you, Senator. I truly appreciate that question
and the timing.
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We have actually designed our first annual DEIA survey, which
will capture data across all hiring mechanisms and will establish
a baseline of DEIA metrics.

This data will be used to evaluate the composition of our work-
force and identify any poten