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Justice, Equity, Diversity, and Inclusion in 

the AGU Hydrology Community 
 

We invite all members of the hydrology community to work together 

 to change for the better! 

Introduction 

Geosciences in the U.S. remain the least diverse of the STEM fields [1], having made little progress 

in ethnic and racial diversity in the last 40 years [2,3]. Between 1973 and 2016, 86% of doctoral 

degree recipients were White, whereas Black and Native American scientists accounted for 2% 

of recipients [2]. Researchers at the intersections of multiple social groups, including race, gender, 

gender expression, disability, sexuality, and class, face additional underrepresentation, 

extraordinary obstacles, and barriers to participation and success in the geosciences [4,5]. Biases 

and socio-structural factors within communities, institutions, and our field stymie the advancement 

of justice, diversity, equity and inclusion [4-10]. 

 

Beyond the obligation we have to our colleagues to improve justice, equity, diversity and inclusion 

(JEDI) in our community, science thrives on unique perspectives that challenge paradigms and 

push the boundaries of present-day knowledge. Science benefits from diversity of backgrounds, 

talents, and values that unlock new perspectives and create new ways of framing research 

questions across the full spectrum of personal, cultural, and socioeconomic statuses and 

identities that make up our vibrant society [11-13]. Scientific advancement and science-based policy 

in hydrology affects everyone. Clean water is a basic right of all, yet communities across the globe 

still suffer from lack of access to a consistent source of safe and potable water [14]. Climate change 

is anticipated to exacerbate the issues of clean water availability, particularly for those living in 

resource-poor communities and regions [15]. Thus, there is a critical need for a collaborative water 

science community that reflects, and can adequately address, the diversity of present and future 

environmental challenges through science and policy [16,17]. By taking into account the diverse 

needs and practices of a community, science-based policies and decisions are more likely to be 

sustainable, avoid perpetuating harm,  and deliver the intended environmental, human 

development and economic outcomes [17-18].  

 

Scientific societies have an imperative role in shaping an equitable culture and supporting the 

diverse members of the community [19]. The American Geophysical Union (AGU), the largest earth 

sciences society in the world, has the potential to be a leader in creating a more just, equitable, 

diverse, and inclusive geosciences community [20]. In recent years, AGU has prioritized efforts to 

increase JEDI activities, as seen in the formation of the AGU Diversity and Inclusion Advisory 

Committee and the AGU Strategic Plan [21]. Moving from statements of support, most recently 

AGU leadership has committed to take eight tangible actions to combat racism and foster an 

inclusive culture in the community [22]. However, section-specific actions, accountability, and 
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advancements are lacking among the 25 sections that encompasses the AGU. The AGU 

Hydrology Section, as one of the largest sections with more than 7000 members, has a unique 

opportunity to be a leader in JEDI initiatives and an example for other sections.    

 

To this end, we, student and early career members of the AGU Hydrology Section Student 

Subcommittee (H3S), call upon our leaders, colleagues, and collaborators in the hydrologic 

sciences community to engage and act as allies to dismantle structures that perpetuate systemic 

injustice and racism. We need to take decisive actions that push individuals and leaders in the 

academy, industry, state and federal agencies, professional societies, and the nonprofit sector to 

develop and enact substantial strategies to remove systemic racism and exclusion within our 

community. We believe that the AGU Hydrology Section should adopt a comprehensive 

framework and timeline for advancing JEDI holistically and hold regular meetings with the 

community to track such changes.  

 

 

Our overarching goal is to bring accountable leaders and all Hydrology Section members 

together to make actionable change towards a more equitable, diverse, inclusive, and just 

community.   

Recommendations/Goals 

In 2018, the AGU Diversity and Inclusion Advisory Committee set forth a Strategic Plan to serve 

the global community of Earth and space scientists. The Diversity and Inclusion Strategic Plan 

(DISP) outlined organization goals and objectives to address aspects of diversity, justice, equity 

and inclusion. Using the goals listed in the DISP as a guide, we have identified possible short-

term strategies (to be achieved by AGU 2021 Fall Meeting) and long-term strategies (beyond 

AGU Fall Meeting 2021) that are either specific to the Hydrology Section or are strategies that 

both the Hydrology Section and the AGU as a whole can pursue to achieve the goals set forth by 

the AGU Diversity and Inclusion Advisory Committee in addition to the goals outlined here.  

 

Short-term (by AGU Fall Meeting 2021) 
 

1. Technical committees provide session conveners with instructions on how to promote 

diversity, equity, and inclusion within their sessions at the AGU Fall Meetings.   

1.1. Conveners should be mindful that their invited and oral speaker selections are 

diverse and not biased towards name-recognition. 

1.2. Compile relevant resources to ensure that audience equity is achieved both in-

person and virtually. 

1.2.1. Provide contact information for relevant IT staff to confirm that audio-visual 

devices are accessible and functional. 

1.2.2. Provide presenters with resources on how to include closed captioning and 

colorblind-friendly figures in virtual presentations. 
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1.3. To allow for diversity in session conveners, provide resources for first-time 

conveners  in the Hydrology Section newsletter and website. 

1.4. If requested to merge sessions, consider maintaining representation of diverse 

community members among the conveners. 

1.5. Encourage presenters to include land acknowledgments for fieldwork locations 

and highlight local partners and impacted communities when applicable. 

2. Promote JEDI resources, mentoring opportunities, and organizations for minoritized 

scientists.  

2.1. Advertise Safe AGU as a confidential resource for Hydrology Section members to 

report inappropriate behavior and actions at the AGU Meetings. 

2.2. Distribute information about funding, research, and mentoring opportunities for 

minoritized scientists through the Section newsletter, mailing lists, website, and 

social media (aligns with AGU 2018 DISP Goal 2, Objectives 1 and 2). 

3. Conduct a voluntary survey of the AGU Hydrology Section to gauge members’ feelings on 

JEDI initiatives within the section and to collect demographic information.  

3.1. Surveys should be conducted annually and the anonymized community-level 

results published (aligns with AGU 2018 DISP Goal 2, Objective 3, Goal 4, 

Objective 2, and Goal 5, Objective 1). 

3.2. Gather members demographic information every year during the AGU registration.  

4. Form a Hydrology Section JEDI standing committee, establishing the Section as leaders 

in JEDI initiatives. 

4.1. Articulate community expectations for achieving justice, diversity, equity, and 

inclusion and encourage members to engage in JEDI training at their home 

institutions (aligns with AGU 2018 DISP Goal 4, Objective 3). 

4.2. Share the list of AGU-recommended training opportunities and programs through 

the Hydrology Section newsletter, email listserv, and H3S blog post. 

4.3. Nominate a Hydrology Section JEDI representative to the AGU Diversity and 

Inclusion Advisory Committee and to the 2022 Hydrologic Sciences Meeting 

Program Committee. 

Long-term (Beyond AGU Fall Meeting 2021) 

AGU-Wide Goals: 
 

1. Expand Safe AGU to include shuttles or a Safe Walk program. 

2. Remove financial and resource-based barriers to accessing the science presented at AGU 

Fall Meetings.  

2.1. Consider the cost of transportation and lodging in selecting a location for the future 

AGU Fall Meetings and the 2022 Hydrologic Science Meeting (aligns with AGU 

2018 DISP Goal 1, Objective 2). 

2.2. Educate AGU members about the importance of year-round involvement as an 

AGU member and of providing feedback through participating in AGU surveys, 

highlighting how membership shapes future initiatives.  
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2.3. Incorporate a virtual component into future conferences to lessen the financial 

barriers of participation. 

2.4. Create travel grants and scholarships for minoritized students in the hydrologic 

sciences, similar to the 2020 awards given by the Hydrology Section and CUAHSI 

(aligns with AGU 2018 DISP Goal 1, Objective 2). 

2.5. Provide childcare for students and early career researchers who are primary 

caregivers to children [23].  

2.6. Dedicate funding for community-building, networking and social sessions for 

minoritized groups (ex. GeoLatinas) at AGU Fall Meetings. 

3. Remove financial barriers to accessing the latest advancements in hydrology research, 

supporting publications by students and early career researchers, and by recognizing the 

benefits of open access journals.  

3.1. Generate a fee structure to provide funding or submission waivers to students from 

underserved universities worldwide to publish in open access journals.  

3.2. Publicize the option of requesting a fee waiver for certain AGU journals, such as 

Water Resources Research.  

3.3. Provide underserved universities, individuals, and NGOs with free or reduced-cost 

subscriptions to AGU hydrology journals.   

4. Make one of the AGU keynote lectures at Fall Meetings about JEDI initiatives.  

 

Hydrology Section-Specific Goals: 

 
5. Host bi-annual town halls to implement a meaningful and frequently revisited JEDI action 

plan within the Hydrology Section and AGU. 

5.1. Our first town hall will be held during AGU Fall Meeting 2020.  

6. Make Safe AGU training mandatory for the Hydrology Section president, president-elect, 

secretary, and H3S chair and chair-elect.  

6.1. Previous presidents and section leaders will be encouraged to participate in the 

training as well and volunteer with Safe AGU. 

7. Partner with other sections to provide sessions, town halls, keynote luncheons, and 

networking opportunities highlighting diversity-related issues and initiatives.  

7.1. Hold events during times that do not conflict with plenary sessions or other highly 

publicized sessions (aligns with AGU 2018 DISP Goal 1, Objective 1, Goal 3 

Objective 1, and AGU Goal 4, Objective 2). 

8. Promote transparency and diversity in the nomination, election or selection processes for 

leadership roles in the Hydrology Section (aligns with AGU 2018 DISP Goal 3, Objective 

3). 

8.1. Add a page to the Hydrology Section website that outlines the nomination and 

election procedures, specifically explaining the steps that occur within the section 

and the steps that occur within AGU at large.  

9. Provide incentives for session conveners to invite diverse presenters to participate in 

technical sessions.  

9.1. Offer an extra invited speaker position for sessions that highlight researchers who 

are from historically underrepresented and excluded groups.  
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10. Change award and fellowship policies and procedures to be more equitable and 

transparent.   

10.1. Distinguish between need-based and merit-based awards, such that need-based 

awards prioritize applicants from underserved communities worldwide.  

10.2. Reduce bias, nepotism and conflicts of interest (COI) in Horton Research awards 

by requiring potential reviewers to submit COI lists so the awards committee can 

appropriately match applicants and reviewers. 

10.3. Require that award reviewers participate in JEDI training in addition to the current 

requirement of implicit bias training.  

10.4. Incentivize reviewer participation in the Outstanding Student Presentation Awards 

(OSPA) by honoring consistent reviewer participation with service awards from the 

Hydrology Section. To receive this award, reviewers must complete at least 3 

OSPA reviews each year for a minimum of 3 years. Awardees will be sent a service 

recognition and announced along with the OSPA winners. 

10.5. Request that all honors and award winners participate as a reviewer in OSPA for 

3 years following their award. 

Assessment  

Assessment and evaluation of JEDI efforts is an important component in broadening participation 

and creating a welcoming environment for all members. By returning to these action items 

biannually, we will track how and to what extent the leaders or collaborators implement 

recommendations. We will use these meetings as a set date to evaluate the effectiveness of 

programs, pivot as needed, and continue to hold ourselves and our leadership accountable. 

Deliverables are an evolving white paper and blog posts on the outcomes of these meetings and 

the actions taken in the interim. These posts are open for comment and feedback to inform the 

next steps to promote JEDI in the geosciences and in AGU. In collaboration with the Hydrology 

Section leadership, student and early career scientists in hydrology will quantify benchmarks that 

identify achievements on these goals.     
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