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Cover: Let’s Go Birding Together 
(LGBT) walk, organized by NYC 
Audubon, the Feminist Bird Club, 
and the NYC Queer Birders group 
in Central Park. Let’s Go Birding 
Together walks are for everyone 
who loves birds and the outdoors, 
who identify as LGBTQ, allies, 
families, and who wants to enjoy 
an inclusive outdoor experience. 
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Your support has sparked transformative 
change at Audubon—how we build teams and 
carry out our mission, as well as how we define 
the core values we embrace to accomplish 
both critical efforts. The collective investment 
of $1M has more than doubled through 
additional investment spurred by your call to 
action, and we have made significant progress 
since launching Audubon’s Equity, Diversity, 
Inclusion, and Belonging (EDIB) Fund. 

We are pleased to provide this report 
capturing our advancement which comes with 
the full weight of support and commitment 
at all levels of the organization. The following 
report follows an eighteen-month period from 
June 2020 through December 2021 and will 
document specific actions taken, organizational 
achievements, and frame our EDIB vision in our 
next strategic steps. 

Thank You. 
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Equity.  
Diversity.  
Inclusion.  
Belonging. 
 
Each individual principle represents a lever 
of accountability in the life of an organiza-
tion. However, when connected and aligned 
as a chain of values, Audubon can unlock 
our full potential by creating meaningful 
policies, practices, and programming to 
invest in equitable representation—and aug-
ment the cultural intelligence that underpins 
an EDIB foundation. This foundation was 
the necessary base on which we have devel-
oped a plan of action under the leadership 
of Jamaal Nelson. This strategy is two-fold:

ACCOUNTABILITY IN ACTION

From top: Keith Russell, founder of Philadelphia 
Mid-Winter Bird Census, with Shawn Towey 
(middle), and former Audubon associate editor 
Purbita Saha. 

High school campers during the “Conservation 
Cookoff” at Lost Maples State Natural Area during 
a week-long outdoor Conservation Trek hosted by 
Trinity River Audubon Center in Vanderpool, Texas.

Denver Audubon volunteer Bob Roark and friend  
at the “Birding Without Barriers” program outing  
in Wheat Ridge, Colorado. 

Audubon is considered by staff, 
one of the best places to work, 
with no disparities by race or 
gender identity; and,  

Audubon’s programs and 
conservation in general focus 
more on justice and anti-racism. 

Our implementation of this strategy re-
quires dedication similar to a campaign, but 
unlike typical campaigns, this work does not 
include a project end date. In fact, we will 
never truly “arrive” since this work remains 
fluid and constantly changing. Still, it is 
critical we measure progress and capably 
articulate how investments are used and the 
gains achieved from them. We will continue 
to apprise you of our progress, challenges 
that arise, and efforts to address the latter. 
This is our shared journey.
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On May 25th, 2020, while bird watching in Central Park, 
Christian Cooper, a Black man, was falsely accused by a 
white woman of threatening her life. The basis of such 
a false claim lay in the roots of historical bigotry. The 
incident was a powerful reminder that outdoor spaces 
are too-often considered “white spaces”—a brutal irony 
for Mr. Cooper, a New York Audubon board director and 
former president of the Harvard Ornithological Club.

Later that same day, George Floyd’s murder at the 
hands of a Minneapolis policeman set off protests 
across the globe demanding social and institutional 
change that would foster unprecedented discourse. In 
the days and weeks following Floyd’s murder, support 
for Black Lives Matters surged, especially among 
whites. Unfortunately, subsequent national polls noted 
a precipitous decline in their support by that fall. Much 
hard work remains.  However, Audubon refuses to 
retreat. We are stronger today for it.

As a mission-based organization and leader in  
the field of conservation, Audubon is responsible  
for its shared role among conservation groups that 
have historically excluded or overlooked traditionally 
underserved communities. Lacking a powerful  
voice to advocate for their communities, Black, 
Indigenous, and People of Color (BIPOC) communities, 
which suffer disproportionately from pollution and 
climate change, have often been ignored by large 
conservation organizations.

These past errors, including both explicit and unseen, 
resulted in BIPOC largely denied benefits of personal 
and career development in the field of conservation. 

Today, we are committed to learning difficult lessons 
and making authentic efforts to correct past mistakes.  
Audubon is rebuilding our workplace culture to address 
systems of thinking and behavior that once drove racial, 
gender, and identity inequities. Shifting culture requires 
steadfast attention at all levels of the organization to 
develop inclusive and equal opportunities for all staff 
and network members.

The most important step forward in this 
process came in March 2021, upon the 
recruitment and subsequent appointment 
of Jamaal Nelson as our first Chief EDIB 
Officer. Over the course of his first year, 
Jamaal has thoughtfully developed an 
EDIB vision to meet the urgency of now 
and position Audubon to utilize its greatest 
asset—people—as we know that for 
Audubon to succeed, saving birds takes  
all of us.

In year one, Jamaal has fortified this 
vision with a strong team. The team’s bold 
approach will embed EBID principals into 
every facet of Audubon for continued 
organizational growth and equitable 
conservation results. The EDIB team began 
cultivating empowerment and fostering 
greater understanding by bringing together 
colleagues from across the organization to 
join in dynamic trainings, workshops, and 
allyship programming.

We must expect from 
ourselves the best 
possible outcomes 
towards social 
responsibility as 
stewards of land and 
ethical opportunity.

 
Efforts to realize  
this vision are fueled 
by your investment.  
This game changing 
strategy and success 
only happens when 
we all come together.

BACKGROUND
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The EDIB Team 
With the help of your investment, 
as well as the board’s EDIB task 
force, we’ve established a solid 
foundation with staff in place 
to operationalize Audubon’s 
EDIB goals. Acknowledging that 
many well-intentioned EDIB 
efforts struggle in organizations 
when delivered within top-down 
structures in which resources  
are not allocated for this work,  
we are focused on leveraging 
resources to create meaningful 
change and on building consensus 
and cultural intelligence. 

Audubon’s EDIB team focuses 
on providing deep education and 
tools that develop organizational 
cultural intelligence for teams and 
individuals to work across lines of 
difference. The development of this 
work is primarily centered on the 
EDIB team under the leadership of 
Jamaal Nelson, Chief EDIB Officer. 
The team includes:

JAMAAL NELSON 
CEDIBO | Leadership and EDIB 
priorities, executive and board 
coaching, EDIB branding, and 
external communications

ANDRÉS VILLALON 
Senior Director  
Planning, budgeting,  
finance, data, and internal 
partnerships

ROBERT HARRIS 
Director | Environmental  
justice programming, staff 
policies, procedures, and 
inclusive language guidelines 

LAURA AGUIRRE 
Program Manager | Affinity 
groups, NAS Naming Project, 
and leadership pipeline 
programming 

NADIA RODRIGUEZ 
Program Manager | Staff training 
programs, Chapter resources, 
staff engagement activities, and  
EDIB storytelling

CELENA HOWARD 
Administrative Assistant 
Scheduling, planning, and 
support for CEDIBO and  
Senior Director

THE EDIB TEAM
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Projects and 
Achievements
JUNE 2020-DECEMBER 2021

Your investment supported the 
planning, development, and launch of 
the capable EDIB team, charged with 
defining goals and program execution. 
Below outlines major breakthroughs in 
EDIB programming across Audubon.
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  Designed and implemented trainings 
to educate staff on EDIB principals, 
build skills to work across lines 
of difference, and position staff  
advance EDIB goals. 

  Introduced SMARTIE goal training 
for Audubon’s executive and senior 
leadership teams. SMARTIE is a  
next-generation performance plan 
based on goal setting that requires 
goals to be Specific, Measurable, 
Achievable, Relevant, and  
Time-Bound. SMARTIE integrates 
Inclusive and Equitable into  
the equation.

  EDIB goals are centrally housed for 
visibility, access, and guidance.

  Two-part mandatory all-staff EDIB 
foundational trainings.

  Three-part series for White Allyship 
training across five cohorts (200+ 
staff participants).

  Six-part series for BIPOC Community 
Building (70+ staff participants).

Staff  
Training

From top: Kathleen Crabbs, center, 
of CounterPart Consulting, leads 
the Equity, Diversity, Inclusion, 
and Belonging Cohort during the 
Audubon North Carolina Summit. 

Andres Villalon, far left, Senior 
Director, EDIB at Audubon,  
answers questions during the 
Equity, Diversity, Inclusion, and 
Belonging Cohort at the Audubon 
North Carolina Summit. 

Building Inclusion and Equity 
into strategic, operational, 
and tactical goals throughout 
the organization—and at 
each level—promise EDIB 
relevance in all Audubon 
strategic planning. 

PROJECTS AND ACHIEVEMENTS
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  Audubon launched five Affinity  
Groups: African American/Black, 
Community Service, Caretakers, Allyship, 
and Hispanic/Latinx. The EDIB team 
created resource guide/tools to better 
support affinity groups; leadership training 
to utilize tools is currently underway.

  Affinity Groups Mentorship Program  
was created to improve connections  
across offices and work groups, 
with a particular focus on facilitating 
opportunities for professional 
development and career planning, 
especially among early-career staff.

  Employed internal team and external 
consultant (Mercer) to develop a Career/
Compensation Transparency model. 
The intent is to provide staff with 
clear and consistent defined roles and 
responsibilities, competencies, and 
requirements for career development 
within Audubon. This process also assisted 
with the development of clear salary 
bands benchmarked for work content and 
geographic location to ensure equitable 
compensation to strengthen recruitment, 
career growth/advancement, and access  
to opportunity.

  The EDIB team created a style guide for 
language/conventions regarding various 
underrepresented groups (i.e.: BIPOC, 

Staff Policies, 
Procedures,  
and Norms 

Black, LGBTQ, queer, etc.); this 
guide will soon be shared across 
the network. 

   The All Genders Working Group 
led the way towards developing 
Gender Transition guidelines 
to provide a framework to help 
support transgender, nonbinary, 
and gender nonconforming staff 
members before, during, and  
after their transition while 
working for Audubon. This tool 
further sets forth the obligations 
of Human Resources, supervisors, 
and other staff and provides 
guidance and resources to all 
employees to support colleagues 
during their gender transition. 
The Gender Transition guidelines 
were reviewed by a team of staff 
members who volunteered as 
transition allies—people who will 
help implement the transition 
guide and serve as a resource for 
transitioning employees.

An Affinity Group are individuals linked by 
background or interest. Affinity Groups can 
play a vital role fostering a positive and healthy 
work-place environment where all are valued, 
included, and empowered to succeed.

A DEEP  
PROCESS  
OF LEARNING
 
That first consulta-
tion showed me that 
this is deeper, bigger, 
a lot more to think 
about than I was 
expecting. It opened 
my eyes to the whole 
equity piece, beyond 
the inclusion of peo-
ple with different at-
tributes. Often, we’ve 
spoken about doing 
this or that for people, 
but now we’re looking 
for understanding 
and partnering and 
empowering.” 

—RICK LAROSE  
Co-Chair Wake North 
Carolina chapter’s  
EDIB committee

“

Let’s Go Birding Together 
(LGBT) event, Central Park, NYC.

PROJECTS AND ACHIEVEMENTS
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Looking 
Ahead
Internal Community Building Foster and 
support our Affinity Groups to create spaces, 
support the development of flock-wide 
norms and values, and frame our structural 
and interpersonal work, including the use of 
restorative justice practices.   

Learning & Training Co-create learning 
priorities and deliver programs relevant  
for leadership, staff, and the broader  
Audubon network. 

Environmental Justice Workgroup  
Co-lead a cross functional workgroup  
of staff to determine opportunities  
and NAS’s role in the Environmental  
Justice movement. 

Leadership Pipeline Program Facilitate the 
integration of existing leadership efforts 
and identify new opportunities for people 
from historically marginalized communities 
to foster a diverse future generation of 
environmental leaders and change makers.  

Staff, Member, and Board Diversification 
Partner with teams outside of EDIB to support 
equitable and inclusive recruitment and retention 
practices and policies to improve the diversity within 
the NAS flock.  

Audubon Name Project Conduct an analysis 
of the historical and present-day meaning and 
symbolism of the use of John James Audubon as an 
environmental figure and our namesake; support the 
Board in their effort to conduct deep internal and 
external stakeholder engagement to understand the 
meaning and implications of our brand and use of 
JJA as our namesake. More info will be forthcoming. 

Tribal Working Group Support and facilitate 
conversations within the NAS network to build  
upon and develop shared values, strategies, and 
tactics to support effective relationship-building  
and partnerships with Indigenous communities  
and leaders.  
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Financials:   
EDIB Fund

Expenditures

Building an Audubon that is a safe and inclusive 
workplace for everyone is a major undertaking 
that requires flock-wide alignment with and 
commitment to shared values, goals, strategies, 
and tactics. To get us there, we need both 
an executive-level staff position and a high-
performing team to develop a proactive vision for 
Equity, Diversity, Inclusion, and Belonging that is 
data-driven and people-centered. 

The management consulting firm Russell 
Reynolds was brought in to help identify the ideal 
CEDIBO, which resulted in the hire of Jamaal 
Nelson, a skilled and experienced organizational 
leader with unique expertise in EDIB. In 
addition, three new positions were created and 
successfully recruited in 2021. 

FY21 FY22 TOTAL

$400,009 $27,803 $427,812

Board Investment $1,000,000

Individual  
Donor Investment    

 
$1,049,481  

(as of Nov 2021)

FINANCIALS

Prior to the hire of the four new positions, an 
existing Program Manager together with the 
EDIB Taskforce leveraged outside expertise to 
deliver trainings to improve staff competencies 
around unconscious bias, anti-racism, and 
allyship for non-BIPOC staff. Covering the period 

FY21 FY22 TOTAL

$300,200 $52,300 $352,500

FY21 FY22 TOTAL

$300,200 $52,300 $352,500

EDIB STAFF RECRUITMENT 
AND TEAM-BUILDING

STAFF TRAINING  

STAFF POLICIES,  
PROCEDURES AND NORMS  
A considerable component of creating a safe and 
inclusive work environment is to acknowledge 
the harm and trauma that some staff have 
experienced along with creating supportive 
internal spaces for staff vis-à-vis Affinity Groups 
and Employee Resource groups. To support 
these, we engaged with the consultants below 
to deliver healing and listening sessions during 
2020 and 2021 and reimagine the purpose 
of our affinity groups in 2021 and into 2022. 
The continuation of that work includes the 
development of a process and structure for 
restorative interventions alongside other 
organizational policies and practices to address 
staff grievances and build community.

of Fall 2020 through June 2022, the EDIB team 
has conducted pilot programs in four state offices 
consisting of (1) preliminary needs assessment, 
(2) facilitated conversations amongst staff in 
those offices, and (3) trainings on courageous 
conversations focused on self-awareness and 
communications skills.
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Your investment is a pivotal leap forward  
so that Audubon is readied to meet a 21st  
century reality—the future of conservation 
demands inclusion.

Photos: Luke Franke/Audubon (cover); Cris Hamilton/Audubon 
Photography Awards (p2); Mike Fernandez/Audubon, Luke Franke/
Audubon, Rachel Woolf (from top p3); Andrés Villalon and Nadia 
Rodriguez: Luke Franke/Audubon; courtesy of: Jamaal Nelson, 
Robert Harris, Laura Aguirre, Celena Howard (p5); Walker Golder 
(p6); Luke Franke/Audubon (p7); Mike Fernandez/Audubon (p8); 
Steve Willder/Audubon Photography Awards (p9); Camilla Cerea/
Audubon (p12) 

THANK YOU

Nature camp participants collecting seeds in the native 
garden, Patterson Park Audubon Center, Baltimore, MD


