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2Let ter f rom President  Paul C. Johnson

?We, the Colorado School of Mines community, are united by our 
commitment  to our t imeless mission of educat ing and inspiring students 
from all backgrounds and advancing know ledge and innovat ions, w ith 
the aspirat ion that  our graduates, ideas, act ions and innovat ions w ill 
have a t ransformat ive impact  on ind ividuals and society, leading to 
shared prosperit y and sustainable use of the Earth?s resources.?

Mines Core Values

Dear Colleagues,  

Since the publicat ion of the Mines St rategic Plan for Diversit y, Inclusion 
and Access (DI&A) in February 20 19, I have been impressed by how  our 
community is working together, focused on the four key DI&A goals stated 
in the overview  sect ion of this report . These are crit ical to  the successful 
realizat ion of our MINES@150  st rategic p lan and, in part icular, the 
overarching goals of being ?an inspiring and caring community in which to 
learn, explore, live and work? and being ?accessib le and at t ract ive to 
students from all backgrounds.? I believe our abilit y to produce d ist inct ive, 
highly valued graduates and ensure that  they are bet ter professionally 
prepared than graduates from other schools, is also st rongly linked to our 
DI&A effort s. They, too, cont ribute to shared responsib ilit y, a key tenant  of 
the St rategic Plan, by owning and leading some of these effort s. 

It  is important  that  we t rack our progress, celebrate our successes and 
make course correct ions as needed. This report  is our f irst  of several 
annual snapshots of progress toward our goals, including each of the 24 
recommendat ions out lined in the St rategic Plan for DI&A. I invite you to 
look at  the data and analyses contained herein and familiarize yourself 
w ith the impressive breadth of act ivit ies that  are underway. In review ing 
them, what  pops out  to me is the broad campus engagement , passionate 
leadership and commitment  to our st rategic goals. It  makes me opt imist ic 
for our future.  

W ith respect  to course correct ions, the confluence of an elect ion, a 
pandemic, economic turmoil and the t ragic death of George Floyd and 
others made 20 20  a year of st rong emot ions, including sadness, out rage 
and uncertainty. Those external drivers led us to take a closer look at  
ourselves and to ident ify specif ic act ions we could take to address 
feedback from the Black, Ind igenous, People of Color (BIPOC) members of 
our community. This report  captures those act ions and our progress 
toward them. 

There is much st ill to do, but  we should celebrate the progress we have 
made in the past  two years, and we should be opt imist ic that  we w ill 
achieve much more on the way to our 150 th anniversary in 20 24. Thank 
you for your involvement , commitment  and passion. 

Go Mines!

Paul C. Johnson, President  and Professor
Colorado School of  Mines

DI&A is a cent ral component  of the MINES@150  st rategic p lan. To be a f irst -choice and 
top-of mind inst itut ion, MINES@150  focuses on seven high-level goals, all of which can 
only be achieved w ith the support  of d iversit y, inclusion and access.

Per t he MINES@150  p laybook, in 20 24 , Mines w il l be:

1. Accessib le and at t ract ive to qualif ied students from all backgrounds.

2. A  great  community in which to learn, explore, live and work.

3. A  leader in educat ing STEM students and professionals.

4 . A  preferred partner for talent , solut ions and lifelong learning.

5. A  producer of d if ferent iated and highly desired STEM-educated leaders.

6. A  go-to p lace for use-inspired research and innovat ion needed for indust ry and societal changes.

7. The exemplar for alumni aff init y, visib ilit y and involvement .

40Foster Dialogue

44Rewards and Recognit ion

Next  Steps for 20 21 and Beyond 46
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Annual Report  Overview
Colorado School of Mines is commit ted to cult ivat ing a campus environment  for community members1 t hat  has d iverse 
representat ion, is inclusive for all ind ividuals and groups and promotes full accessib ilit y, both in access to higher 
educat ion and in Mines? resources and facilit ies. A  d iverse and inclusive inst itut ion works to inspire innovat ion and 
creat ivit y among it s members, which is integral to science and engineering. 

Published in February 20 19, the St rategic Plan for Diversit y, Inclusion & Access2 (DI&A) out lined four goals: 

To achieve these goals, the St rategic Plan presents 24 
specif ic, measurable, achievable, realist ic and t imely 
(SMART) recommendat ions rooted in evidence-based 
best  pract ices for DI&A in higher educat ion. 
Accomplishing these goals is part icularly salient  as Mines 
prepares for it s 150 th anniversary in 20 24. Mines DI&A is a 
vital component  to the MINES@150  st rategic p lan. The 
recommendat ions provide opportunit ies for Mines to be a 
leader in educat ing science, technology, engineering and 
mathemat ics (STEM) students through signature 
experiences designed to support  students from all 
backgrounds and academic d iscip lines.  

This annual report  is published during a t ime in our 
inst itut ion?s and nat ion?s history where uncertainty, 
change and calls for social just ice are daily occurrences. In 
summer 20 20 , in response to concerns expressed by 
members of the Mines community, President  Johnson3 
and Mines DI&A 4 issued several statements reaff irming 
and updat ing our commitments to DI&A. 

The year's nat ional events and the experiences of our 
students, facult y and staff compel us to cont inue 
assessing where we are and adjust  our effort s as needed 
going forward5. The goals and recommendat ions 

described in the St rategic Plan for DI&A provide us w ith a 
dest inat ion, but  the road map may change w ith t ime. 

W hile there is st ill much to do, this report  contains ample 
evidence that  the Mines community is gaining t ract ion on 
this important  work. 

Among other accomplishments, t his annual report  
reveals:

- Dramat ic increases in undergraduate applicants, 
admit ted and enrolled female and 
underrepresented students over the last  10  years

- St rong retent ion and graduat ion rates during that  
same period for undergraduate students

- Steady representat ion of underrepresented 
groups (URGs) in applicat ions and offers 
accepted for administ rat ive facult y and classif ied 
staff posit ions

- Grow ing part icipat ion in DI&A programming

- Academic departments' effort s integrat ing 
inclusive classroom best  pract ices

This document  is the f irst  of several annual reports for DI&A 
that  w ill be published leading up to MINES@150  in 20 24. 
This report  presents data through the past  10  years to 
provide context . The annual reports illuminate key 
highlights that  illust rate progress made on each of the 24 
SMART recommendat ions, w hich fall under seven priorit y 
focus areas. Sources of data that  inform the analyses were 
compiled from unit s6  across campus including Inst itut ional 
Research and St rategic Analyt ics ( IRSA), Human Resources 
(HR), unit  implementat ion p lans, Mult icultural Engineering 
Program (MEP), Women in Science, Engineering and 

Mathemat ics (W ISEM), Campus Living and Student  Success 
(CLASS), Finance, Administ rat ion and Operat ions (FA&O), 
Colorado School of Mines Foundat ion and others. 

Due to the dynamic nature of this work, both the St rategic 
Plan for DI&A and the approaches for communicat ing our 
progress may be revised, revisited and updated as the 
Mines community grows and changes. Only together, 
sharing the responsib ilit y, can we t rack, measure, evaluate 
and implement  the t ransformat ions necessary to achieve 
our vision for Mines.

Priorit y Focus Areas and St rategic Init iat ives

SHARED RESPONSIBILITY

- Implementat ion p lans and reports enable unit s to 
address their specif ic DI&A needs

- DI&A in performance evaluat ions encourage employee 
engagement  and cont inued learning

- Advocates and A llies and Ambassador programs build  
DI&A expert ise across campus

RETENTION

- Mines Community A lliances support  employees

- Mines Mentoring Program provides professional 
development  for all community members

- Center for Academic Services and Advising (CASA) 
undergraduate advising brings consistency to 
advising pract ices

REWARDS AND RECOGNITION

- Inaugural Implementat ion Plan awards and 
Annual DI&A Awards recognize 
cont ribut ions to DI&A

- DI&A Community Grants Program provide 
funding to support  new  act ivit ies

- $17.3 million in external funding submit ted to 
expand and sustain DI&A effort s

CULTURE OF INCLUSION

- Inclusion Icebreakers are used across campus to 
foster d iscussion and learning

- Inclusive classroom checklist  and workshops foster 
inclusion in the classroom

- Implicit  b ias and microaggressions workshops build  
act ive bystander intervent ion skills throughout  the 
Mines community

- ModernThink campus climate survey w ill provide 
insights into employees' experiences

RECRUITMENT

- Hiring Excellence minimizes b ias in talent  acquisit ion 

- Vanguard Scholars Program enhances recruitment  
of women undergraduate students

- Admissions and Mines Foundat ion d iversif ied their 
select ion commit tees to broaden representat ion

- Admissions counselors integrate st rategies to reduce 
implicit  b ias in review  of applicat ions

DATA & METRICS

- DI&A Unit  Reports increase t ransparency and 
enable t racking of progress made on unit  
implementat ion p lans

- DI&A Annual Report  provides data and 
met rics to inform effort s

FOSTER DIALOGUE

- Annual DI&A Symposium provides progress 
updates and opportunit ies to collaborate

- 20 19 DI&A Town Hall enabled campus to 
provide guidance on d irect ion for Mines 
DI&A

- 10 + DI&A learning and development  events 
held across campus create safe spaces to 
d iscuss d if f icult  top ics

- Public Safety virtual town hall event  (20 0  
at tendees) d iscussed ongoing policy review  
and t raining to ut ilize de-escalat ion 
techniques

- # OrediggersForEquit y campaign 
encourages self-d irected learning and 
d ialogue

- DI&A Council meets monthly to foster 
d ialogue

1 The Mines community refers to students, facult y, staff, t he Foundat ion and alumni
2 m ines.edu/ d iversit y/ st rategic-p lan/
3 minesnewsroom.com/ news/ mines-president -paul-c-johnson-challenge-us
4 mines.edu/ d iversit y/ wp-content / uploads/ sites/ 278/ 20 20 / 0 6/ Mines-DIA-resources-for-standing-together-against -racism.pdf
5 m ines.edu/ d iversit y/ 8-promises-b ipoc/
6 Unit s include any d ivisions, departments and off ices at  Mines

MINES DIVERSITY, INCLUSION & ACCESS 5MINES DIVERSITY, INCLUSION & ACCESS4

Goal 1

At t ract , retain 
and graduate a 
t hriv ing  and 
d iverse student  
body.

Goal 2

At t ract , retain, 
develop  and 
promote a t hriv ing  
and d iverse 
employee 
communit y.

Goal 3

Cult ivate a campus 
cult ure t hat  
p romotes and 
celebrates inclusion 
and achievement .

Goal 4

Insp ire a shared 
responsib il i t y, 
part icipat ion and 
accountab il it y  for 
DI&A ef fort s across 
t he ent ire Mines 
communit y.
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7 Palmer, R.T., Wood, J.L. (20 13). Community Colleges and STEM: Examining Underrepresented Racial and Ethnic Minorities. ISBN: 
9781136743160
8 N. A ish, P. Asare and E. E. Miskio?lu, "People like me increasing likelihood of success for underrepresented minorit ies in STEM by 
provid ing realist ic and relatable role models," 20 17 IEEE Front iers in Educat ion Conference (FIE), Ind ianapolis, IN, USA, 20 17, pp. 1-4 , doi: 
10 .110 9/ FIE.20 17.8190 454.
9 St rategic Plan page 9 - goals to match demographics from pools of talent .
10  Teachers College Record Volume 121 Number 4 , 20 19, p. 1-38, tcrecord.org ID Number: 22610

11nafsa.org/ policy-and-advocacy/ policy-resources/ independent -research-measuring-impact -study-abroad
12irpe-reports.colostate.edu/ pdf/ ResearchBriefs/ EA_Graduat ion_Rates.pdf

1. Representat ion Mat ters. Research shows that  BIPOC students are proport ionally underrepresented in STEM, 

which inhib it s the educat ional system to serve them as needed and doesn't  foster their talents for success7. Having 
highly visib le role models and mentors for both students and employees is essent ial for sustained engagement  of 
BIPOC individuals and reduces at t rit ion and turnover8. The DI&A St rategic Plan aims for the demographics of our 
community to be representat ive of the d if ferent  pools from which we at t ract  talent 9. For example, as a public 
inst itut ion, we aim for our undergraduate populat ion to match the populat ion of college-bound students in 
Colorado. We have made great  st rides in broadening part icipat ion and must  cont inue these effort s.  

2. Acknow ledgment  and Rewards. During listening sessions w ith BIPOC students and employees, many felt  

they are not  acknow ledged for their performance or rewarded for their effort s accord ingly. Studies show  that  
scient ists and engineers of color have to work harder than their white peers to get  the same recognit ion and 
appreciat ion10 . Mines is working to understand and rect ify pat terns of behavior rooted in implicit  b ias that  overlook 
the cont ribut ions of BIPOC members of the community.  Intent ionally recognizing and rewarding BIPOC 
Orediggers is vitally important  for them to feel valued by the inst itut ion, to advance professionally and to reach 
their full potent ial. 

3. Bystanders and A ll ies. W hen a situat ion occurs that  makes one of our Orediggers feel unwelcome, unsafe or 

unheard, it  is crit ical that  supervisors, colleagues and peers advocate for those affected. Observers' silence during 
these situat ions signals complicit y. Act ive bystanders or allies are those who intervene and provide support  w hen a 
t ransgression occurs, such as a microaggression. Microaggressions are commonplace act ions or verbal exchanges, 
usually unintent ional, that  communicate host ilit y, d isrespect  and negat ive views towards an ident it y. A  campus of 
allies who intervene when microaggressions occur is crit ical for build ing an inclusive Mines community w here 
everyone feels welcome and supported. 

In response to concerns expressed by members of the Mines community to evaluate our campus climate, President  
Johnson and the Mines DI&A team issued statements reaff irming our commitments to DI&A in summer 20 20 . In addit ion to 
publishing those statements, listening sessions were held between Black, Ind igenous, and People of Color (BIPOC) 
members of the Mines community and execut ive leadership to understand any addit ional challenges our BIPOC Orediggers 
experience that  were not  already on the radar. Three priorit ies emerged out  of those d iscussions. 

Representat ion 
Mat ters

Bystanders 
and A ll ies

- Mines DI&A launched new  skills-based Implicit  Bias 
and Minimizing Microaggressions workshops.

- Mines DI&A established the Ambassadors Program, a 
team of Mines students and employees that  provides 
learning and development  opportunit ies for campus. 
A thlet ics was the f irst  to p ilot  this experience. 

- Mines created the Off ice of Inst itut ional Equit y & Tit le 
IX to handle reports of campus climate concerns and 
incidents of b ias, d iscriminat ion, harassment , violence 
and retaliat ion.

- Mines established two learning communit ies: Implicit  
Bias/ Minimizing Microaggressions and Inclusive 
Classrooms, because one workshop is not  enough to 
drive long-term change.

- Fraternit y and Sororit y Life (FSL) held chapter 
meet ings w ith presidents and advisors to help FSL 
culture become more inclusive and safe, hired Esquilin 
Consult ing Services to hold learning sessions and 
hosted an ant i-racist  lecture w ith Lawrence Ross.

- New  Student  Transit ion Services (NeST) implemented 
communicat ions and act ivit ies w ith peer mentors, 
including listening sessions, CSM10 1 d iversit y-based 
lesson p lans, workshops and book clubs.

- FA&O is launching their Diversit y, Inclusion and 
Belonging learning cohorts start ing 20 21 to create an 
environment  w here members can safely engage in 
conversat ion.

Effort s to Increase Representat ion

Effort s to Elevate Acknow ledgment  and Rewards

Effort s to Cult ivate Bystanders and A ll ies

- W ISEM in partnership w ith the Global Educat ion 
off ice started development  of a new  program to 
increase opportunit ies for underrepresented and 
BIPOC women to study abroad. Study abroad 
opportunit ies increase retent ion and graduat ion 
rates11, 12, w hich is important  because women from 
URGs at  Mines have lower retent ion rates into years 
three and four and take longer to graduate compared 
to other women students. 

- Infrast ructure and Operat ions ( I&O) created two 
programs that  elevate opportunit ies for URGs. (1)  The 
Leadership Program teaches lessons in personal 
change to develop habit s for professional grow th. (2)  
Once an employee completes the Leadership 
Program, they can enroll in the Custodial 

Apprent iceship Program, which allows part icipants to 
work two to four hours weekly in a new  area on 
campus outside of custodial work. Apprent iceship 
provides URGs w ith the skills and experience to be 
considered for promot ion in a d if ferent  f ield . 

- MCAs provide leadership and networking 
opportunit ies for employees to connect  w ith 
execut ive sponsors. They also provide a recognized 
campus leadership role, both of which increase career 
grow th. 

- The Mines Mentoring Program provides all Orediggers 
the opportunit y to network and f ind a mentor who 
w ill shepherd advancement  in their academic and 
professional career paths. 

- Hiring Excellence (HEx) aims to reduce implicit  b ias 
during the hiring process.

- Admissions staff undergo learning and development  to 
minimize b ias in applicant  review  and integrate best  
pract ices into their recruitment  processes.

- Mines Community A lliances (MCAs) at tend Human 
Resources' new  employee onboarding programming to 
elevate representat ion of Black and Lat inx employees 
to new  hires.

- Arthur Lakes Library and the Mines Museum of Earth 
Science created a new  Black Lives Mat ter exhib it  as a 
welcome banner that  restates Mines? commitment  to 
inclusion.

- The Mult icultural Engineering Program hosted the 
Mart in Luther King Jr. remembrance and celebrat ion in 
honor of Dr. King?s b irthday. Four Mines community 
members were recognized for their commitment  to 
fostering inclusion on campus. Acknow ledgment

 and Rewards 

Updates to the DI&A St rategic Plan

https://www.mines.edu/diversity/racial-equity-resources/
https://www.nafsa.org/policy-and-advocacy/policy-resources/independent-research-measuring-impact-study-abroad


These graphs show  the applicat ions to enrollments funnel for f irst -year, non-t ransfer undergraduate students. Data are 
snapshot  comparisons of 20 10  and 20 20  t rends between gender and race/ ethnicit y. 

Mines' retent ion of both undergraduate students and employees is exceedingly high, cont ribut ing to our inst itut ion's success. 

In 20 19, Mines overall UG retent ion was 92 percent . Consistent ly for the past  10  years, female students have notab ly higher 
retent ion rates than male students from their freshman to sophomore years. Excluding internat ional students, female 
students going into year four retain at  97 percent , underrepresented female students retain at  95 percent  and white female 
students retain at  97 percent . 

From 20 15 to 20 19, Mines experienced zero percent  t urnover of  underrepresented academic facult y . Administ rat ive facult y 
turnover was nine percent  for both female and male employees, show ing no signif icant  d if ference. Underrepresented and 
w hite administ rat ive facult y have comparable yearly turnover rates, 10  percent  and nine percent  respect ively. 

of respondents to Mines DI&A 's Academic 
Self-Assessment  Survey feel they can be 
"their full selves" w ithin their departments.

54%

respondents to Mines DI&A 's Academic 
Self-Assessment  Survey feel their 
departments are act ively commit ted to DI&A 
issues.

80 %administ rat ive or academic unit s have hosted 
implicit  b ias learning and development  
opportunit ies to their communit ies.

10 +

grow th over the past  three years of 
students w ho applied for d isabilit y support  
services, more than doubling the number of 
registered students since 20 17. 

50 0 +
Mines community members part icipated 
DI&A-related events in 20 20 , such as 
workshops or tow n halls.

30 %
dist inct  workshops hosted by Trefny 
Innovat ive Inst ruct ion Center to support  
inclusive teaching pract ices between 20 19 
and 20 20 .

10

Mines men part icipated in allies workshops 
for gender equit y through the Advocates 
and A llies program.

80

academic and administ rat ive unit s include 
integrat ing DI&A into performance 
evaluat ions in their implementat ion p lans.

20 +

Mines men are advocates, leading the way 
to gender equit y by teaching other men 
how  to be allies.

16
representat ives across campus became 
cert if ied as DI&A Ambassadors to lead 
learning and development  act ivit ies.
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-  Shared Responsib il i t y  -  

20 20  Campus Diversit y, Inclusion & Access Snapshot
Diversit y, inclusion and access (DI&A) is a cent ral component  of the MINES@150  st rategic p lan. The 20 20  DI&A Snapshot  
includes data dat ing as far back as 10  years to provide baseline context  of our progress over the past  decade. Highlights of 
undergraduate (UG) and employee recruitment  and retent ion t rends are shown. Some t rends are broken dow n by gender 
and race/ ethnicit y (underrepresented groups = URGs). Advancements made on promot ing a culture of inclusion and how  
we climb together as a community to share the responsib ilit y to achieve DI&A goals are featured. 

increase in female f irst -year 
applicants to Mines since 20 10

165%
increase in female f irst -year admit ted 

students to Mines since 20 10

112% 10 6%
increase in female f irst -year enrolled 

students at  Mines since 20 10

increase in URG first -year enrolled 
students at  Mines since 20 10

20 5%
increase in URG first -year admit ted 

students to Mines since 20 10

228%
increase in URG first -year 

applicants to Mines since 20 10

427%

Mines has seen an overall increase in undergraduate recruitment  outcomes over the past  decade, demonst rat ing 
substant ial progress made toward our DI&A goals. Since 20 10 , there has been a 115 percent  increase in t he number of  
f irst -year UG applicants to Mines, a 42 percent  increase in admit ted students and a 50  percent  increase in enrolled 
students in that  same group. In 20 20 , the yield  for all UG students was 26.9 percent , up from 26.5 percent  in 20 10 . 

-  Recruitment  and Enro llment  Trends Undergraduate Student s -  

-  Cult ure of  Inclusion -  

" Our campus communit y has really r isen to t he 
challenge. It  is so up lif t ing  and crit ical to  see 
fellow  Ored iggers d ive in and commit  to  an 
inclusive campus."
-Dr. Amy E. Landis, President ial Facult y Fellow  for Access, 

A t tainment  and Diversit y

-  Retent ion -  

Applicat ions to enrollments t rends of Mines f irst -year, 
non-t ransfer students, 20 10  and 20 20  by race/ ethnicit y 

App licat ions to enrollments t rends of Mines f irst -year, 
non-t ransfer students, 20 10  and 20 20  by gender

-  Recruitment  Trends of  Mines Employees -  

Mines Diversit y, Inclusion & Access 
150 0  Illinois St ., Golden, CO 80 40 1

These seven act ivit ies are most  commonly cited in unit  
implementat ion p lans. Thirt y-seven unit s submit ted p lan 
reports in 20 20 , including all academic departments. In fact , 
all academic departments incorporated inclusive classroom 
best  pract ices in their p lans. 

of administ rat ive facult y and 
classif ied staff applicants from 
20 16-20 20  ident if ied as female

53% 35%
of all academic facult y 

applicants from 20 16-20 20  
ident if ied as Asian

40 %
of all academic facult y 

hires from 20 16-20 20  were 
female job seekers

16%
of applicat ions and offers 

accepted for administ rat ive 
facult y and classif ied staff 
posit ions were from URGs

URGs = American Indian/Alaskan Native, Black/African American, Hispanic, Multiple Races and Native Hawaiian/ Pacific Islander.



RECRUITMENT 
To remain compet it ive in an increasingly g lobal and dynamic higher educat ion and STEM landscape, Mines? community 
members of students, facult y and staff need to match the demographics of the populat ions from which it  draws talent . We 
aim for Mines to match the demographics out lined on page nine in the St rategic Plan for DI&A. Mines began int roducing 
new  init iat ives to improve recruit ing using best  pract ices in admissions, scholarship programming, f inancial aid  and hiring 
of employees, to name a few.

App licat ions: 5,522 applicants applied in 20 10 , compared 
to 11,866 in 20 20 . This is a 115 percent  increase13 in 
applicat ions submit ted over the 10 -year period. St rides 
were made in the past  decade to broaden recruitment  
effort s to reach the best  talent . Those effort s are show n in 
the increase in female and underrepresented applicants. 

- In 20 10 , 26 percent  of applicants ident if ied as 
female. In 20 20 , that  increased to 32 percent , a 165 
percent  increase in female applicat ions, outpacing 
the total rate of 115 percent  over the 10 -year period.

- In 20 10 , 10  percent  of applicants were from URGs 
and 6 percent  were Asian. In 20 20 , the percentage 
of applicants from URGs rose to 25 percent , a 427 
percent  increase in the total number of students. 
Asian applicants rose to eight  percent .  

Admissions: 4 ,477 students were admit ted into Mines in 
20 10  (81 percent  admit tance rate) and 6,354 admit ted in 
20 20  (54 percent  admit tance rate), a 42 percent  increase 
in the number of students. The lower admit tance rate in 
20 20  demonst rated the advantages of broadening the 
applicant  pool, because it  provided more opportunit ies for 
female and underrepresented students to apply. 
Addit ionally, it  demonst rated that  Mines has not  changed 
admission standards.

- In 20 10 , 27 percent  of admit ted students ident if ied 
as female. That  percentage grew  to 40  percent  in 
20 20 , a 112 percent  increase in female admit tance 
rates over the past  decade.

- Racial/ ethnic URGs comprised 8.5 percent  of the 
total admit ted students in 20 10 . Asian students 
comprised 6 percent  of admit ted students. In 
20 20 , underrepresented and Asian students 
comprised 20  percent  and 8.5 percent  of admit ted 
students, respect ively. This yielded a 228 percent  
increase of underrepresented (not  including Asian) 
students admit ted into Mines. 

Takeaways: First -year, non-t ransfer undergraduate students 

The total student  yield per year is the proport ion of how  
many students enroll who were accepted into the 
inst itut ion. In 20 10 , the yield for all students was 26.5 
percent , which has seen lit t le change over the past  decade, 
w ith 20 20 ?s yield at  26.9 percent . Focusing on f irst -year, 
non-t ransfer students' data shows changes in our applicant , 
accepted and enrollment  pools, especially for female and 
underrepresented populat ions. 

For example, W ISEM?s Vanguard Community of Scholars 
increases access to Mines for a selected number of 
high-performing, f irst -year, non-t ransfer undergraduate 
women. This program, established in 20 19, was the f irst  to 
serve female students at  Mines by awarding scholarships to 
in-state and out -of-state students. 

Vanguard Scholars from both 20 19 and 20 20  cohorts 
ind icated their primary reasons for choosing Mines and 
which aspects about  the program were st rong (n=85):

- Opportunit y to be part  of a community of similar 
people: 77 percent

- $5,0 0 0 / year scholarship: 68 percent

- Professional development  opportunit ies w ith 
women facult y: 66 percent

Data from the Vanguard Program inform w hich st rategies 
are most  effect ive in the recruit ing process. 

Figures 1, 2 highlight  t rends in the undergraduate f irst -year, 
non-t ransfer student  applicat ions to enrollments funnel 
between 20 10  and 20 20 .

Looking  back
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Figure 1: Depiction of the applications to enrollments 
funnel of first-year, non-transfer students at Mines 
compared between 20 10  and 20 20 . These data are 
broken down by race and ethnicity, where 
underrepresented groups (URGs) include: American 
Indian/Alaskan Native, Black/African American, 
Hispanic, Multiple Races and Native Hawaiian/ Pacific 
Islander. We observe over the past decade, 
representation of URGs has greatly increased in all 
portions of the funnel, not only in percentages but 
also in absolute numbers, as indicated by the x-axis.

Figure 2: Depiction of the applications to enrollments 
funnel of first-year, non-transfer students at Mines 
compared between 20 10  and 20 20 . These data are 
broken down by gender. Similar to the race/ ethnicity 
funnel, we see that representation of female students 
has increased in the past decade both proportionally and 
in absolute numbers, as indicated on the x-axis.

Applicat ions to enro llments t rends of  
Mines f irst -year, non-t ransfer st udent s, 
20 10  and 20 20  by gender

App licat ions to enro llments t rends of  
Mines f irst -year, non-t ransfer 
st udent s, 20 10  and 20 20  by 
race/ ethnicit y

13 Calculat ion: 11,866 ? 5,522 = 6,344. Then, 6,344/ 5,522 = 1.148*10 0  = 115%.



St rategy for K-14  p ipeline coord inat ion and excellence 

A large effort , spanning across mult ip le campus unit s to 
support  the K-14 p ipeline, is the proposal for a Mines K-12 
Collaboratory (a collaborat ive laboratory) . A  team of Mines 
stakeholders developed a proposal in 20 19, w ith further 
edit s made in 20 20 . Mines leadership and the Foundat ion 
cont inue to explore ways to fund the effort . The Mines K-12 
Collaboratory unites K-12 out reach effort s across campus to 
ensure Mines is a top-of-mind and f irst -choice universit y for 
prospect ive students. The Collaboratory supports Mines 
enrollment  and admissions to recruit , educate and inspire 
students from all backgrounds. This st rategy for K-12 
out reach coord inates more effort s at  higher grades w hile 
st ill connect ing students throughout  their academic careers 
( f igure 3). For more informat ion on the K-12 Collaboratory, 
contact  Lori Kester, associate provost  for enrollment  
management  at  lkester@mines.edu.

Mines Admissions has made great  st rides to address the 
historical challenges Mines experiences w ith recruit ing and 
enrolling students from t radit ionally underrepresented 
populat ions. Admissions is developing a mult icultural 

student  ambassador program to do just  this. Their init ial 
effort s included creat ing an informal ambassador network 
through the Society of Hispanic Professional Engineers 
(SHPE) and MEP to assist  in the Spanish ?Meet  me at  
Mines? event . During the init ial launch of this effort , a total 
of ten students part icipated as ambassadors.

Recruitment  programs also target  expanding the 
community college t ransfer programming. MEP and 
Undergraduate Admissions hosted an LSAMP Met ro Denver 
STEM A lliance Transfer Workshop in March 20 20 . 
Part icipants included Arapahoe Community College, 
Community College of Aurora, Front  Range Community 
College, Red Rocks Community College and Community 
College of Denver. Thirteen Met ro Denver STEM A lliance 
students and seven staff were in at tendance. The workshop 
included an overview  of the CO-W Y AMP grant , a Mines? 
student  panel, a t ransfer informat ion session, an overview  
of the Mines PATHS Program and tours of the Colorado 
Fuel Cell Center and Toberer Lab.

Takeaways: Academic facult y, administ rat ive facult y and 
classif ied staff recruitment  (20 16-20 20 )

- For publicly posted posit ions for all classif ied 
staff, administ rat ive and academic facult y 
posit ions, 33 percent  of applicants ident if ied as 
w hite female and 33 percent  as w hite male.

- 50  percent  of academic facult y applicant  pools 
orig inated from w hite job seekers and 35 percent  
from Asian job seekers. 

- 40  percent  of academic facult y hires were female 
and represented 20  percent  of the academic 
facult y applicant  pool.

- Nine percent  of academic facult y applicants  
ident if ied w ith an underrepresented group.

- Administ rat ive facult y/ classif ied staff posit ions 
had 15.8 percent  applicat ions from 
underrepresented job seekers. Offers were 
accepted by 15.5 percent  of underrepresented job 
seekers.

- Administ rat ive facult y/ classif ied staff applicants, 
53 percent  were female and 44 percent  were 
male. 55 percent  of posit ions offered were 
accepted by female applicants compared to 44 
percent  of male applicants. 

Effort s t hroughout  all g rades in part ner schools

The follow ing data highlight  key t rends for employee recruitment  at  Mines, including academic facult y, 
administ rat ive facult y and classif ied staff. 
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Figure 3: Mines K-12 Collaboratory focuses efforts at higher grades 
as students progress through their primary and secondary 
education to increase yield.

DI&A 
St rateg ic Plan 
Recommendat ion

Takeaways: Degree-seeking graduate students ( in-person and online)

Enrollments: 920  students enrolled in 20 10  compared to 

1,376 in 20 20 , a 50  percent  increase over the past  decade.  

- In 20 10 , there were 25 percent  female students 
enrolled at  Mines. In 20 20 , this rose to 34 percent , for 
a 10 6 percent  increase over the past  10  years. 

- Nine percent  of students who enrolled in 20 10  
ident if ied as a member of a racial/ ethnic URG. This 
rose to 18 percent  in 20 20 , yield ing a 20 5 percent  
increase. The absolute numbers remain small in 
comparison to the rest  of the Mines populat ion ( less 
than 250  ind ividuals in 20 20 ), which is an area w here 
Mines cont inues to improve.  

Compared to the Nat ional Science Foundat ion's (NSF) 
20 19 data tables on women, minorit ies and persons w ith 
d isabilit ies in science and engineering14, STEM master?s 
degree holders from URGs rose from 13 percent  to 14.5 
percent  from 20 10  to 20 14, then d ipped to 13 percent  in 
20 16. This d ip was seen among all racial and ethnic groups. 

PhD recip ients from underrepresented groups increased 
from 7 percent  to 9 percent  over that  same t ime frame. 
These data show  even during the years where Mines had 
the greatest  proport ion of graduate degrees awarded to 
students from URGs, we fell short  compared to nat ional 
data.
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14 Nat ional Science Foundat ion | Nat ional Center for Science and Engineering Stat ist ics (NCSES) |Women, Minorit ies, and 
Persons w ith Disabilit ies in Science and Engineering | A lexandria, VA | NSF 19-30 4 | March 0 8, 20 19 
ncses.nsf.gov/ pubs/ nsf1930 4/ d igest / f ield-of-degree-minorit ies

ALL MINES APPLICANTS (20 10 -20 20 )

female graduate 
applicants 20 10

25%
female graduate 
applicants 20 20

30 %

75%
of all graduate applicants were non-Colorado residents

URG graduate 
applicants 20 10

6%
URG graduate 

applicants 20 20

12%

URGs ADMITS AND ENROLLED (20 20 )

of URG graduate 
applicants in 20 20  were 

admit ted 

77%
of URG graduate 

admit ted students in 
20 20  enrolled

53%

of all graduate applicants 
between 20 10  and 20 18 

were internat ional 
students

50 %
of all graduate applicants 
between 20 19 and 20 20  

were internat ional students

40 %

DEGREES AWARDED TO URGs (20 10 -20 16)

4%
of master's degrees 

awarded 20 10

10 %
of master's degrees 

awarded 20 13

7%
of master's 

degrees awarded 
20 16

0 %
of doctoral degrees 

awarded 20 10

6%
of doctoral degrees 

awarded 20 15

5%
of doctoral degrees 

awarded 20 16



Furthermore, Mines appointed Dr. Gus Greivel, a tenured 
academic facult y member, to improve the t ransfer p ipeline 
init iat ives on campus. Several t ransfer init iat ives were 
accomplished in 20 20 , such as part icipat ing in the f irst -ever 
statew ide degree w ith designat ion in Computer Science 
and two 4+1 signed art iculat ion agreements w ith other 
universit ies throughout  the state of Colorado. Mines worked 
d irect ly w ith the Colorado Community College System 
(CCCS) to negot iate course t ransfer and other art iculat ion 
agreements. 

Mines has an opportunit y to recruit  d irect ly from 
community colleges that  are also Minorit y Serving 
Inst itut ions (MSIs) to increase the number of URGs who 

enroll. Figure 4  shows the MSI w ith the highest  enrollment  
of Hispanic students who come to Mines t ransfer from the 
Community College of Denver (26 students over 10  years). 
The Community College of Aurora has the highest  number 
of Black t ransfer students and second highest  number of 
Hispanic students (16 and 21, respect ively)  for the past  10  
years. Expanding beyond MSIs, Mines cont inues to enroll 
many t ransfer students from Red Rocks Community 
College. There have been more than 130  students from 
underrepresented groups who enrolled at  Mines from Red 
Rocks Community College over the past  10  years. Mines has 
a great  opportunit y to engage these inst itut ions to increase 
representat ion of URGs and bolster the K-14 p ipeline.  

Financially accessib le and at t ract ive 
to students w ith d iverse backgrounds 

Assessing return on investment  is increasingly important  to 
the current  generat ion of students. Ensuring they have 
minimal debt  w hile being able to secure compet it ive 
salaries during their f irst  years of employment  is paramount  
to the accessib ilit y and at t ract iveness of an inst itut ion. At  
Mines, of the 90 9 students in the 20 19 graduat ing class, 451 
students borrowed federal, state, inst itut ional or private 
loans (about  50  percent  of students)  and yielded an 
average of $30 ,983 in debt  per borrower. Looking at  
federal loans only, average borrower debt  was nearly 
$22,0 0 0  per person. To provide the f inancial support  to 
students and make Mines more accessib le and at t ract ive, 
the inst itut ion provides $29 million per year of universit y 
resources for f inancial aid . There is $6 million a year in 
scholarships current ly funded by the Colorado School of 
Mines Foundat ion endow ment . 

Mines established Communit ies of Scholars as one way to 
provide f inancial support  and a signature experience to 

students. The Harvey Scholars are one example of the 
success of such communit ies (58 students in 20 20 ). These 
communit ies are also leveraged to support  student  
recruitment , such as the Vanguard Scholars Program (90  
f irst - and second-year students) . The Colorado Scholars 
Program are for Pell elig ib le, Colorado residents who met  
the merit  scholarship criteria upon admission. They receive 
full t uit ion and fees while at  Mines. There are 75 new  
students every year in the program. During the 20 20 -20 21 
cycle, there were 211 Colorado Scholars. 

The Financial A id off ice has also increased f inancial 
accessib ilit y to high-potent ial students from 
underrepresented populat ions. They recent ly updated their 
award documents to include both English and Spanish to 
help explain the cost  of at tendance and a g lossary of 
terminology. 

Coord inated campus st rategy to recruit  graduate 
students w ith d iverse backgrounds 

Mines implemented a coord inated recruitment  event  in 
20 17, led by Dean Kaufman. Mines p lans to be more 
proact ive in recruit ing top talent  from programs such as the 
McNair15 and GEM16 Scholars. Graduate Admissions for all 
t hesis programs and many master?s non-thesis programs 
remain decent ralized at  Mines, w here decisions are made by 
departments and ind ividual facult y. It  w ill be important  to 

include st rategies for t rad it ional thesis-based graduate 
programs that  Admissions uses in their undergraduate 
applicat ion review  and for the some of the master's 
non-thesis programs to minimize implicit  b ias in the 
admission processes. In 20 20 , Admissions was responsib le 
for making decisions for a handful of master?s non-thesis 
and cert if icate programs. 

74%
20 20  Vanguard cohort  said 

the $5,0 0 0  scholarship 
signif icant ly inf luenced their 

decision to at tend Mines 

" The amount  of  f inancial aid  received made it  an 
af fordab le op t ion, while t he actual p rograms of fered  

greater academic value t han other schools I might  
have chosen t hat  were cheaper."

-20 20  Vanguard Scholar

Top Colorado Minorit y Serving  Inst it ut ions (MSIs)  by incoming t ransfer st udent s'  
race and ethnicit y (20 10 -20 20 )  
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Figure 4: Number of transfer students, by race and ethnicity, attending Mines from the top Colorado MSIs. This graph does 
not include other non-MSIs that supply proportionally high numbers of underrepresented students, such as Red Rocks 
Community College.

15 mcnairscholars.com
16 gemfellowship.com
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Broaden t he d iversit y of  facult y and staf f  
by cont inuing and inst itut ionalizing hiring best  pract ices

In 20 17, Mines DI&A and Human Resources implemented 
HEx17. The program applies hiring best  pract ices from the 
NSF ADVANCE program 18 whose goal is to broaden 
evidence-based st rategies that  promote equit y for STEM 
academic workplaces. These best  pract ices include 
request ing applicants submit  a statement  on cont ribut ions 
to DI&A and use of rubrics and st rategies to mit igate 

implicit  b ias for hiring commit tees. HEx f irst  focused on 
tenured/ tenure-t rack academic facult y hires in 20 17 and 
extended to administ rat ive facult y in 20 18. Figure 5 shows 
the demographic breakdowns by race/ ethnicit y and gender 
for job seekers who applied to and accepted academic 
facult y posit ions. 

Accord ing to NSF?s Survey of Earned Doctorates from 20 15 
to 20 1819, white scient ists comprised between 70  percent  
and 73 percent  of the overall populat ion. Hispanic STEM 
PhD degree holders made up 7 percent , Ind igenous 
populat ions made up less than 1 percent , Asian PhD 
holders comprised between 10  percent  and 11 percent , 
Black STEM PhD holders made up less than 6 percent  and 

mult iracial populat ions comprised 3 percent . Compared to 
nat ional data on STEM PhD holders, Mines? Asian 
applicants are very over-represented (35 percent ) , and all 
other communit ies of color cont inue to be 
underrepresented in the applicant  pool for open academic 
facult y posit ions. In the coming years, Mines w ill focus 
effort s on st rategies to broaden the applicant  pool. 

Applicant s for open academic facult y posit ions by race/ ethnicit y and gender

App licant s for open administ rat ive/ staf f  posit ions by race/ ethnicit y and gender

Offers accepted for open administ rat ive/ staf f  posit ions by race/ ethnicit y and gender
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Figure 6: Pie charts show the breakdown percentages (by race/ ethnicity and gender) of applications and job offers accepted for 
administrative faculty and classified staff positions from 20 16 and 20 20 .

17 Hiring Excellence: m ines.edu/ d iversit y/ hiring-excellence-hex/
18 nsf.gpv/ funding/ pgm_summ.jsp?pims_id=5383 
19 nsf.gov/ stat ist ics/ srvydoctorates/
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Offers accepted for open academic facult y posit ions by race/ ethnicit y and gender

Figure 5: Percentage breakdowns (race/ ethnicity and gender) of job seekers who applied to vs. accepted open academic faculty positions. 
Data do not include post-docs or direct appointments. Data do include tenured/ tenure-track faculty, teaching faculty, affiliate faculty, 
research faculty, adjuncts and visiting scholars. Data span 20 16 to the beginning of 20 20 . Graph does not include null values.

In cont rast , Mines has proport ionate representat ion of the demographics of Coloradans in applicants for administ rat ive 
facult y and classif ied staff posit ions from 20 16 to 20 20 . These same demographics t ranslate into offers accepted. Mines w ill 
cont inue to update and employ best  pract ices for minimizing b ias in all hiring processes.

Recruitment : On-going  and future act iv it ies

- Grow  Communit y of  Scholars to enhance 
underrepresented student  recruitment  and 
examine program effect iveness

- Expand K-12 recruitment , including to rural 
and underserved high schools

- Off icially t rack LGBTQ+ data to understand 
potent ial inequit ies

- Integrate best  pract ices into t he graduate 
student  recruitment  process

- Formalize mult icult ural st udent  ambassador 
p rogram for "Meet  me at  Mines" events

- Invest igate inclusive recruitment  p ract ices 
across enrollment  management  and talent  
acquisit ion to improve out reach and 
engagement  to underrepresented populat ions

- Leverage voluntary self-ident if icat ion data 
from applicants to mot ivate st rateg ic searches 
and hir ing  decisions

- Deploy hiring inclusive technology tools

https://www.mines.edu/diversity/hiring-excellence-hex/
https://www.mines.edu/diversity/hiring-excellence-hex/
https://www.mines.edu/diversity/hiring-excellence-hex/


Retent ion of students and employees is an important  
measure of success. High retent ion rates lead to stabilit y, 
increased f inancial health of an inst itut ion, social benefit s, 
increased qualit y of life for students and public social 
benefit s20 . Retent ion act ivit ies at  Mines help ensure all 
Orediggers have an opportunit y to remain engaged w ith 
the inst itut ion in ways that  are authent ic to their lived 
experiences and to support  ongoing grow th and 
professional development .

The federal definit ion of student  retent ion (persistence 
rate) is measured by count ing the number of students in a 
start ing fall cohort , then count ing that  same cohort  the 
follow ing fall of the next  year to see how  many are st ill 
enrolled. To ensure high student  retent ion rates, Mines 
employs a w ide range of programs, init iat ives and act ivit ies 
such as MEP, W ISEM, Crisis Assessment , Response and 

Educat ion (CARE), CASA, NeST and the Oredigger 
Network, part  of the new  Mines Mentoring Program.

Employee retent ion is an inst itut ion's abilit y to keep 
talented workers and reduce turnover. Retaining qualit y 
and highly product ive employees is more eff icient  than 
recruit ing, t raining and orient ing a replacement  employee. 
The payoff for focusing on employee retent ion is increases 
in performance, product ivit y, employee morale and qualit y 
of work. A  reduct ion in both turnover and employee-related 
problems are worth the t ime and f inancial investment . To 
promote employee retent ion, Mines created programs such 
as the Mines Community A lliances (MCAs), Student  Life's 
Pro Devo, EMPOW ER, W ISEM professional development  
opportunit ies and employee mentoring through the 
Oredigger Network.

RETENTION 
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20news.okstate.edu/ art icles/ business/ 20 17/ improve-retent ion-improve-lives-why-student -retent ion-is-important -to-society.html 

https://news.okstate.edu/articles/business/2017/improve-retention-improve-lives-why-student-retention-is-important-to-society.html


Data from Nat ional Center for Educat ion Stat ist ics 
(NCES) show  full-t ime, f irst -t ime retent ion rate for 
post -secondary inst itut ions (both two- and four-year)  in 
fall 20 10  was 71.9 percent . This steadily increased to 75.5 
percent  in fall 20 1821. Mines? overall retent ion rates rose 
from 89 percent  in fall 20 10  to 92 percent  in fall 20 19. For 
the past  10  years, female students have notably higher 

retent ion rates than male students from their freshman to 
sophomore years ( f igure 7). We see a similar t rend w ith 
Mines? female students w ith higher persistence rates than 
male students when they move from sophomore to junior, 
then junior to senior years.  

Freshman to sophomore retent ion between 
underrepresented and white students is comparable 
between fall 20 12 and fall 20 19. There was misalignment  
between underrepresented and white students during their 
sophomore to junior and junior to senior years during the 
early part  of the decade ( f igure 8). From fall 20 10  to fall 
20 13, underrepresented students had more variab ilit y in 

their retent ion rates compared to white students, 
regard less of the increase in their total populat ion (w hich 
rose from 141 to 180 ). Start ing in fall 20 13, retent ion 
between these populat ions became more comparable and 
remained aligned through fall 20 18. These data are not  
nat ionally availab le for comparison.  

In 20 18 and 20 19, the Trefny Innovat ive Inst ruct ion Center 
administered a campus-w ide survey to asses 
undergraduate students? experiences at  Mines. The result s 
of the 20 19 survey show  areas w here Mines might  alleviate 
student  st ress, w hich can be a factor inf luencing retent ion 
( f igure 9). These sources of st ress could be things advisors, 
mentors and facult y keep an eye on as potent ial t ransit ion 
reasons for students leaving Mines.  

Accord ing to Student  Life, undergraduate students leave 
(permanent ly or temporarily)  for several reasons: school f it  
(size, focus, degree, locat ion, etc.) , personal (wellness, 

health, death of someone close, etc.) , performance 
(academics, falling behind, GPA, rigor, etc.) , opportunit y 
( job, service, mission, scholarship, etc.) , and/ or misc. 
( family relocat ion, school culture, oddit ies, etc.) . Many of 
these reasons overlap (e.g. students st ruggling personally 
are often also st ruggling w ith academics). Not  everyone 
w ho leaves goes through a formal w ithdrawal process to 
cont ribute to these data, nor does the process capture 
graduate students or students suspended for d iscip linary 
or academic mat ters.

Dif ference in retent ion rates between URG and white st udent s by cohort
Fall 20 10  to Fall 20 18

Ident ify crit ical t ransit ion point s and provide support  
through mentorship and professional development  
programs
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Figure 7: Data represent incoming Freshmen (defined as their starting cohort)  in a fall semester persisting to their Sophomore year 
(defined as their second year). For example, in fall 20 10 , 89 percent of male Freshmen persisted to their Sophomore year, whereas 91 
percent of female Freshman persisted to their Sophomore year.

Figure 8: Data represent sophomores (defined as starting Year 2) in a fall semester persisting to their junior year (defined as Year 3), and 
similarly juniors (Year 3) persisting to seniors (Year 4). The gray box highlights the misalignment in persistence rates between 
underrepresented students and white students between their sophomore to junior and junior to senior years. Starting 20 13, there is more 
consistency in persistence rates between the populations.

Student  retent ion

Freshman to sophomore retent ion rate by gender
Fall 20 10  to Fall 20 18

21 Nat ional Center for Educat ion Stat ist ics Graduat ion and Retent ion Rates: 
nces.ed.gov/ ipeds/ TrendGenerator/ app/ answer/ 7/ 32
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Many groups across campus work to support   
undergraduate retent ion effort s, including Student  Life, the 
Universit y Honors and Scholars Programs (UHSP), W ISEM, 
MEP and CASA. Student  Life works proact ively to address 
student  retent ion in partnership w ith facult y and Academic 
Affairs. They are proud to assist  students w ith a variety of 
challenges ranging from academic support  to personal 
wellness. Their effort s ref lect  best  pract ices nat ionally (e.g. 
academic coaching, early intervent ion and proact ive 
advisement )  and d ist inct ive Mines effort s (e.g. facult y in 
CASA and out reach/ support  through community 
commitment  to CARE). UHSP leads f ive integrat ive 
programs that  have made great  st rides in interd iscip linary 
learning to broaden representat ion and promote retent ion 
among students across all d iscip linary majors. These 
programs are Teach@Mines, McBride Honors, Thorson 
First -Year Honors, Grand Challenges Scholars and 
Undergraduate Research Scholars.

W ISEM conducted an assessment  to determine the 
retent ion rates of underrepresented versus 
majorit y-ident ifying students and observed posit ive 

outcomes. Excluding internat ional students, responses 
showed female-ident ifying students going into year four 
retain at  97 percent  (822 students total) , underrepresented 
female students retain at  95 percent  (162 students)  and 
white female students retain at  97 percent  (660  students) . 
Female students going into year six retain at  77 percent  (26 
students total) , URG female students retain at  71 percent  (7 
students)  and white female students retain at  79 percent  
(19 students) . MEP staff and resources provide a support  
mechanisms for students, including professional societ ies. 
These professional student  organizat ions include Out  in 
Science, Technology, Engineering & Mathemat ics (oSTEM), 
Nat ional Society of Black Engineers (NSBE), Society of 
Asian Scient ists & Engineers (SASE), SHPE and American 
Indian Science & Engineering Society (A ISES).

Addit ional effort s to increase retent ion have been 
implemented to include the Oredigger Network, W ISEM?s 
Vanguard Community of Scholars, the Center for 
Professional Development  Educat ion and EveryOredigger. 
These effort s cont ribute support  to students and reduce 
potent ial points of at t rit ion.

Employee turnover data include academic facult y24, 
administ rat ive facult y25 and classif ied staff26. Stat ic data for 
each of these populat ions are included to provide context  
for turnover data. From 20 15 to 20 19, for these three 
groups, between 12 percent  and 13 percent  were 
racially/ ethnically underrepresented employees and 80  
percent  were w hite. Academic facult y are 7 percent  
underrepresented and 78 percent  w hite. Administ rat ive 
facult y comprised between 8 percent  to 11 percent  
underrepresented and 85 percent  to 88 percent  w hite. 
Classif ied staff remained relat ively steady from 20 15 to 
20 19, w ith 20  percent  ident ifying as underrepresented and 
75 percent  ident ifying as w hite. 

Turnover by race/ ethnicit y
From 20 15 to 20 19, there was no turnover of t rad it ionally 
underrepresented academic facult y, w ith the except ion of 
one person in 20 18. On average, 10  percent  of 
underrepresented administ rat ive facult y leave the 
inst itut ion each year compared to 9 percent  of w hite 
administ rat ive facult y. One departure of an academic or 

administ rat ive underrepresented facult y member is a 
signif icant  loss to campus and has a ripp le effect  across 
many departments, unit s and students. Classif ied staff 
turnover data showed more nuanced t rends. In 20 15, Mines 
lost  30  percent  of underrepresented staff compared to only 
7 percent  of w hite staff. Over the past  three years, there 
was a decline in the number of underrepresented staff who 
left  (29 percent  in 20 17 to 20  percent  in 20 19), while the 
overall number of underrepresented staff remained steady. 
The total percent  of underrepresented staff turnover was 
higher than their w hite counterparts, who had average 
turnover rates of 14 percent . 

Turnover by gender
Between 20 15 and 20 19, female academic facult y left  at  an 
average rate of 2 percent . Male academic facult y left  at  an 
average of 2.7 percent . Both female and male 
administ rat ive facult y had a 9 percent  average turnover 
rate. Classif ied staff had no gender data availab le due to 
missing values.

Employee retent ion
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To what  extent  are each of  t he fo llow ing factors a source of  st ress for you? Graduat ion rates

According to NCES, 62 percent  of students w ho sought  
a bachelor?s degree at  a four-year inst itut ion in 20 12 
graduated from that  same inst itut ion w ithin six years; 
overall, female students? six-year graduat ion rates (65 
percent )  outpaced male students? rates (59 percent )22. 
Mines? six-year graduat ion rates were well above the 
nat ional t rend and have steadily increased from fall 

20 10  (76.8 percent )  to fall 20 14 (84.2 percent ) . Similar to 
the nat ional t rends, Mines female students? graduat ion 
rates in that  same t ime frame (82.7 percent  rose to 87.7 
percent )  are consistent ly higher than their male 
counterparts (74.7 percent  rose to 82.9 percent )23.

Figure 9: Trefny Innovative Instruction Center?s annual student survey: To what extent are each of the following factors a source of stress? 
Students indicated that time management was the highest source of stress, rating it a three out of four. Other categories included, but 
not shown in this figure, were: personal relationships, housing situation, competition among my peers, family obligations, availability of 
faculty, having enough food, separation from family, language/ communication barriers and immigration laws or regulations.

22 Nat ional Center for Educat ion Stat ist ics Fast  Facts, ht tps:// nces.ed.gov/ fast facts/ d isp lay.asp?id=40
23 Colorado School of Mines 20 20  Graduat ion and Persistence Report , 
ir.m ines.edu/ w p-content / uploads/ sites/ 66/ 20 20 / 12/ 20 20 Graduat ionPersistenceRpt .pdf
24  Academic facult y includes tenure/ tenure-t rack facult y and teaching facult y.
25 Administ rat ive facult y includes administ rat ive, athlet ics and library facult y.
26 Classif ied staff includes classif ied monthly, classif ied hourly w ith benefit s and classif ied hourly w ithout  benefit s.



Develop  programming for professional development  
and mentorship  to support  career path and 
advancement  p lanning for employees

Professional development  (PD) enables employees to 
develop new  skills and advance their career. Mines offers a 
w ide range of professional development  and mentorship 
opportunit ies, from support  for inst ructors, the Fryrear 
chairs program, W ISEM events and MCAs, as well as the 
new ly launched Mines Mentoring Program. 

As one example for inst ructors, UHSP provides unique 
professional development  opportunit ies for facult y to 
collaborate and teach in interd iscip linary teams, develop 
curriculum to contextualize learning across all majors and 
take risks outside of their d iscip line-specif ic departments. 
In UHSP, facult y learn new  high-impact  pract ices cent ral to 
Honors pedagogy that  they take back to their home 
departments and use to innovate their other courses. The 
Thorson and McBride facult y often refer to this as being 
one of the st rongest  PD experiences they had at  Mines.

The Mines Mentoring Program, launched in August  20 20 , 
supports broader career development  and mentorship. It  is 
a campus-w ide effort  that  connects Mines alumni w ith 
students and employees, enriches the preparat ion of 
aspiring ent repreneurs and welcomes new  facult y to the 
inst itut ion. One key component , the Oredigger Network, 
generously supported by Phillips 66, connects the w hole 
community w ith mentoring opportunit ies. Anyone aff iliated 
w ith Mines can join the Oredigger Network as either a 
mentee or mentor to increase feelings of connectedness 
and belonging to Mines, while pract icing skill build ing and 
professionalism. These PD act ivit ies improve career and 
academic success. As of December 20 20 , there were more 
than 40 0  people who init ially signed up as a mentor and 
nearly 50 0  signed up as a mentee. There were more than 
333 connect ions between 181 mentors and 216 mentees. 
Some individuals signed up to part icipate as both roles. 

In 20 17, Mines worked w ith Sibson Consult ing to assess the 
operat ional and administ rat ive environment . The result ing 
recommendat ions fell under seven operat ional areas and 
serve as a launching point  for current  effort s. Two Human 
Resources recommendat ions emerged:

- Ensure robust  professional and career 
development  for employees, including effect ive 
management  t raining.

- Develop a robust  performance management  
approach and program to fairly evaluate all 
employees. 

In early 20 18, Governor Polis signed into leg islat ion, the 
Colorado Equal Pay for Equal Work Act 27, part  of w hich 
imposes t ransparency obligat ions related to promot ion and 
advancement . To comply w ith leg islat ion, Mines Human 
Resources partnered w ith MGT Consult ing to ensure the 
inst itut ion's classif icat ion system is accurate, equitable and 

market  compet it ive. To create a clear path for professional 
advancement , there are a number of project  outcomes, one 
of w hich is to standard ize a foundat ional framework. This 
includes creat ing job descrip t ions w ith standard ized job 
t it les, employing methods for evaluat ing jobs to ascertain 
their relat ive worth, defining career lat t ices for employees 
to understand progression and provid ing compensat ion 
st ructure w ith clearly defined pay grades and salary ranges.

Other HR init iat ives to address retent ion across the 
inst itut ion are:

- Rest ructure performance management to allow  for 
commonalit y and consistency across the inst itut ion.

- Disseminate an engagement  survey to provide 
insight  into inst itut ional health, including culture, 
employee sat isfact ion on pay, benefit s and 
leadership.
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Evaluate t he current  advising  st ructure for st udent s 
and consider new  models to support  retent ion

Mines researched advising best -pract ices and developed a 
four-year, professional undergraduate advising center. 
Effect ive fall 20 20 , all undergraduate students are 
professionally advised through CASA from orientat ion unt il 
graduat ion and maintain mentoring support  from facult y 
across campus. By t ransferring professional advising to 
CASA, students receive consistent  and high-qualit y holist ic 

advising and academic support  services. These include 
tutoring, connect ion w ith facult y and academic coaching 
for top ics such as t ime management  and study skills. CASA 
staff are well-at tuned to factors that  increase students? risk 
of leaving Mines and proact ively support  students w ho are 
either at  risk or are st ruggling w ith their academics. 

27 leg.colorado.gov/ b ills/ sb19-0 85
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- Women comprised 25 percent  of the leadership 
team (men 75 percent )  in 20 19. 

- There was an increase in the number of women in 
leadership, w hich rose from 18 percent  in 20 14 and 
reached it s peak in 20 18 w ith 31 percent  and is now  
25 percent . 

- The number of women in leadership d id not  change 
between 20 18 and 20 19. The number of men in 
leadership posit ions increased in that  t ime frame 
alongside the total number of posit ions. 

- Leadership is most ly comprised of 
w hite-ident ifying ind ividuals, w ith a few  except ions.

- Most  in execut ive leadership do not  have an 
academic rank. From 20 14 to 20 19, between four 
and f ive ind ividuals were tenured professors. 

Foster init iat ives to ident ify and develop a d iverse 
leadership team

DI&A 
St rateg ic Plan 
Recommendat ion

" The Ored igger Network has been an 
incred ib le experience, g iv ing  me access 
to an execut ive w it h t he know ledge and 
experience to coach me toward  t he next  
level. I feel so supported  and valued as 
an employee.?

Shannon Sinclair 
Mines Privacy Compliance Director

Mines is exploring alternat ives for a leadership inst itute, w hich w ill be a crit ical component  to support ing leadership 
development . No inst itut ional progress has been made w ith respect  to succession p lanning but  remains a priorit y going 
forward. The follow ing data provide an overview  of the demographic breakdow n of Mines? leadership, which includes the 
execut ive team and deans: 



Estab lish and maintain Mines employee resource 
groups sponsored by Mines? leadership

Four Mines Community A lliances were created in 
summer 20 19 under the advisement  of the External 
Advisory Board (see page 27 in the st rategic p lan for 
part icipat ing organizat ions and volunteers). MCAs are 
employee-run groups sponsored by a representat ive 
from Mines leadership. They aim to serve as catalysts 
to enhance MINES@150  object ives and support  
professional development  of it s members. They are 
similar to Employee Resource Groups found in 
corporat ions. MCAs align w ith Mines? st rategic 
init iat ive to build  a high-performing organizat ion and 
create an inclusive workplace. The groups primarily 
focus on engagement , professional development , 
networking, raising cultural awareness, community 
involvement  and out reach and recruitment  effort s. 
MCAs encourage all employees to join a group(s) 
regard less of their d if ferent  social ident it ies. 

There are four act ive MCAs. Membership composit ion 
is as follows, including the f irst  employees who 
became chairs and co-chairs ( terms ending in spring 
20 21): 

- Lat inx  (46 members): Chair Ariana 

Vasquez; Execut ive Sponsor Stefanie 
Tompkins.

- Women (87 members): Co-chairs Sebnem 

Duzgun and Annet te Pilkington; Execut ive 
Sponsor Rick Holz. 

- Black  (31 members): Chair Sham Tzegai; 

Execut ive Sponsor Anne Walker.

- LGBTQ+ (39 members): Co-chairs Heather 

Hamilton and Mart in Heck; Execut ive Sponsor 
Dan Fox.

MCAs offer employees an opportunit y to develop 
leadership skills and increase their network as they 
partner w ith execut ive sponsors. 

Moving forward, MCA leaders w ill work to understand 
their impact  on employee engagement  and retent ion 
through surveys and data reports and consult  w ith 
corollary indust ry employee resource groups on 
programming and events w ith impact .

Build ing, fostering and support ing a st rong culture of 
inclusion is one of the most  important  p illars of 
DI&A-related work. W ithout  it , increasing d iversit y 
through recruitment , retent ion and equit y effort s 
becomes a moot  point . We can?t  retain and sustain 
d iversit y w ithout  inclusion.    

Mines cont inues to spearhead ways to build  cultural 
inclusion among all groups on campus. From W ISEM?s 

professional development  series and ?Wednesdays w ith 
W ISEM? events, Trefny Innovat ive Inst ruct ion Center?s 
inclusive classroom work, the library and museum's effort s 
to make their build ing and resources more accessib le, 
MEP's professional societ ies' act ivit ies to Mines DI&A?s 
inclusion icebreakers, the community is act ively making 
Mines a more culturally inclusive inst itut ion. 

The Trefny Innovat ive Inst ruct ion Center administers a 
survey to undergraduate students about  their experiences 
at  Mines. Overall, students ?moderately agreed? (a score of 
5 out  of 7, w here 7 is st rongly agree) that  they belong in 
their departments, feel comfortable, f it  in well, know  how  
to get  along w ith people and do well. There were no 
substant ial d if ferences in responses between genders, 

f irst -generat ion students, race/ ethnicit y or LGBTQ+ 
ident ifying students. Responses about  ?belonging at  Mines? 
ind icated students ?moderately agreed? that  they felt  a 
sense of belonging, that  they were a member of the 
community and they see themselves as part  of the Mines 
community. 

Percept ions and experiences

CULTURE OF INCLUSION
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DI&A 
St rateg ic Plan 
Recommendat ion

Retent ion: Ongoing  
and future act iv it ies

- Launch a "Data Cookbook," a 
collaborat ive tool by Inst itut ional 
Research and St rategic Analyt ics 
that  w ill improve data skills and 
literacy to define met rics such as 
t racking undergraduate students' 
average t ime to degree complet ion

- Understand employees' reasons for 
leaving by conduct ing exit  
interviews prior to departure using 
evidence-based best  pract ices

- Increase pay t ransparency so 
employees know  where they fall 
w ithin their g iven pay band

- Perform a thorough and 
comprehensive pay aud it  of Mines 
workforce to ident ify and remedy 
pay d isparit ies

- Once LGBTQ+ data are off icially 
t racked, determine if  any potent ial 
challenges to retent ion exist  for 
both employee and student  
populat ions and be prepared to 
respond

- Develop a robust  st rategy for 
succession p lanning

For more informat ion regard ing Mines Community A lliances, 
visit  mines.edu/ human-resources/ mines-communit y-all iances



W hen asked about  d if ferences in opportunit ies between 
students who ident ify w ith d if ferent  social ident it ies, 
three d iscrepancies appeared: between genders, 
f irst -generat ion students and those who ident ify as 

LGBTQ+. There were similar t rends across other social 
ident it ies, though perhaps not  as pronounced ( f igure 10 ). 

Mines DI&A?s Academic Self-Assessment  Survey (20 19) 
asked part icipants about  their experiences w ith 
departmental culture and w ith department  leaders. There 
were eight  part icipat ing academic departments (n=224 
respondents): Applied Mathemat ics and Stat ist ics (AMS), 
Metallurg ical and Materials Engineering (MME), 
Geophysics, Engineering, Design and Society (EDS), 

Economics and Business (EB), Mining, Humanit ies, Arts 
and Social Science (HASS) and Pet roleum Engineering 
(PE). Most  ind icated their department  is act ively 
commit ted to DI&A ( f igure 11) and that  they can be their 
full selves w ithin the department : ?Yes? = 39 percent , 
?Somewhat? = 15 percent , ?No? = 12 percent . 

W hen surveyed, ?department  leaders help set  the tone for 
creat ing an engaging and inclusive environment  for all 
groups,? there were d if ferences between male and female 
perspect ives ( f igure 12). There was 62 percent  of male 

respondents w ho ind icated ?yes,? their department  leaders 
set  the tone for an inclusive environment , whereas only 45 
percent  of female respondents had the same perspect ive.  

My department  is act ively 
commit ted  to issues of  DI&A

n=224

Department  leaders create inclusive 
environment  for all g roups,
female vs male perspect ive

Mines promotes and supports an inclusive campus culture 
that  aligns w ith Mines? values for all employees and 
students. Mines also recognizes the importance of 
provid ing clear avenues for report ing b ias, d iscriminat ion 
and harassment . 

SpeakUp@Mines is a secure and anonymous report ing tool 
and can be used by any Mines student  or employee to 
submit  a report  on sexual violence or harassment , fraud, 
non-compliance w ith policies, research misconduct  or other 
quest ionable act ivit ies at  Mines. From 20 17 to 20 20 , there 
were 24 cases that  could be related to a DI&A t ransgression 
reported through SpeakUp@Mines. Due to the st ructure of 
the report ing system, there are no set  definit ions or 
descrip t ions for any DI&A-related category? the reporter 
can choose any they believe are appropriate based on their 
understanding of the incident . Categories may not  always 
be accurately selected and these 24 cases may not  be the 
full populat ion of DI&A-related issues since there are other 
report ing mechanisms availab le. 

To expand on these avenues for report ing, Mines created 
the new  Off ice of Inst itut ional Equit y & Tit le IX. The off ice 
handles reports of campus climate concerns and incidents 
of b ias, d iscriminat ion, harassment , violence and retaliat ion 
based on a protected class and w ill cont inue to manage 
complaints of sexual harassment  and other forms of sexual 
misconduct , for students, employees and third part ies. The 
off ice w ill work closely w ith Human Resources, Student  
Life, Academic Affairs and other campus off ices to provide 
support  and/ or resolve issues.
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Figure 10 : Trefny Innovative Instruction Center?s annual student survey responses about climate and opportunities for Mines students, 
based on different demographics. Most groups of students ?moderately agree? with each of the statements. Shown are which social 
identities had the greatest differences when compared to the university averages.

Figure 11: Academic Department Self-Assessment Survey ? Q: 
Our department is actively committed to issues of diversity, 
equity and inclusion (DI&A); n=224. Departments who 
participated include: AMS, MME, Geophysics, EDS, EB, Mining, 
HASS and PE.

Figure 12: Academic Department Self-Assessment Survey ? Q: 
Department/ division leaders ? including the Department Head, 
Dean, and others ? help set the tone for creating an engaging 
and inclusive environment for all groups; n =224. Departments 
who participated include: AMS, MME, Geophysics, EDS, EB, 
Mining, HASS and PE. 

Undergraduate student s'  reported  perspect ives on climate and opportunit ies at  Mines, 
by demographics, Spring  20 19



The Off ice of Inst itut ional Equit y & Tit le IX focuses on 
prevent ion, including supervising a team of student  peer 
educators whose mission is to, ?create an inclusive 
support  system on campus for all students promot ing 
safe, healthy relat ionships and behaviors through 
innovat ive, student -centered out reach, programs and 
workshops.? Their work is done in partnership w ith 
Student  Life. The 20 19 Tit le IX and Clery Educat ional 
Programming and Awareness Campaigns Report  

showcases the off ice?s prevent ion effort s through 
programming, educat ion and awareness campaigns.

Complaints of b ias, d iscriminat ion, harassment , violence 
and campus climate concerns can be submit ted through 
the website28. Complaints of sexual harassment , sexual 
assault , dat ing/ domest ic violence, stalking and other 
forms of sexual misconduct  can cont inue to be submit ted 
at  the Tit le IX website29.

Estab lish standards for ef fect ive teamwork and 
inclusion in the classroom

- Inclusive Teaching Pract ices Checklist  (Campus 
Conference workshop; Trefny and DI&A 
co-facilit ated) 

- Creat ing an inclusive environment  

- Maintaining an inclusive environment

- Student  Panel: Experiences w ith Posit ive 
Learning Environments at  Mines 

- Pat terns and Trends in the Mines 
Undergraduate Survey

- Spring into the Semester w ith a 
Student -Centered Syllabus 

- Embracing Challenges: Help ing Students 
Persist  in the Face of Obstacles

- Student  Panel: First  year student  experiences 
at  Mines

- Bouquet  of Blooms: Picking Act ive Learning 
St rategies

- Pedagogy Pract ice: Using Relevant  Examples

The Academic Department  Self-Assessment  Survey (20 19) 
asked if  course offerings include explicit  at tent ion to issues 
of DI&A in their respect ive f ields of study. We see a few  

d ifferences in perspect ives when data are broken down by 
race, LGBTQ+ aff iliat ion and facult y vs. student  populat ions 
(Figure 13).

Ensure campus pract ices and policies support  work-life 
balance, health, wellness and family

Course of ferings include exp licit  at tent ion to issues of  DI&A as t hey 
relate to  my f ield  of  st udy

Undergraduate students ind icate health and wellness 
challenges in regard to the Mines academic environments 
in the Trefny Center?s student  survey. Result s from 20 19 
showed students ?moderately agree? that  the academic 
environment  negat ively impacts themselves or someone 
they know  and that  students also take pride in how  
st ressed out  they are. There are not  signif icant  d if ferences 
in these feelings between students of d if ferent  
races/ ethnicit ies, yet  females tended to agree w ith these 
statements more than males. We saw  similar d if ferences as 
the gender breakdow n w ith those w ho ident ify as LGBTQ+ 
versus those w ho don?t , w ith an except ion of the last  
quest ion about  taking pride in being st ressed, w hich both 
populat ions moderately agreed ( f igure 14).

Every Oredigger is a comprehensive campus-w ide init iat ive 
aimed at  promot ing mental health, championing resiliency 

and prevent ing suicide at  Mines. Through culture change, 
d irect  services, campus support  and workshops, policy and 
procedure, communicat ions and more, we p ledge to be a 
community that  encourages and supports the well-being of 
all. Every Oredigger is supported by effort s of seven 
working groups comprised of administ rators, facult y, staff 
and students.
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Figure 13: Academic Department Self-Assessment Survey: Q - Course offerings include explicit attention to issues of diversity, equity, and 
inclusion as they relate to our field(s) of study; n = 224. Departments who participated include: AMS, MME, Geophysics, EDS, EB, Mining, 
HASS and PE.

28 cm.maxient .com/ report ingform.php?COSchoolofMines&layout_id=31
29 cm.maxient .com/ report ingform.php?COSchoolofMines&layout_id=30
30  t refnycenter.mines.edu/ effect ive_teaching/
31 3a2vzv37nkuw3esf6a3u2t7s-wpengine.netdna-ssl.com/ diversit y/
wp-content / uploads/ sites/ 278/ 20 19/ 0 8/ Inclusive-Class-checklist -8-9-19v2.pdf
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The Trefny Innovat ive Inst ruct ion Center has established guidelines for effect ive teaching30  and inclusive classrooms, 
both online and face-to-face. The inclusive classroom checklist 31 includes best  pract ices that  are incorporated into 
workshops and professional development  opportunit ies for inst ructors. Trefny and Mines DI&A recent ly secured a grant  
from NSF to expand these resources. Trefny offered ten d ist inct  workshops to support  inclusive teaching pract ices 
during the 20 19-20 20  academic year. There were 121 facult y, staff and graduate students who part icipated in one or 
more of the events.



Undergraduate student s'  reported  mental and emot ional well-being  at  Mines, Spring  20 19

Mines supports work-life balance, health, wellness and 
family through many d if ferent  endeavors, such as Mines? 
partnership w ith Colorado State Employee Assistance 
Program (CSEAP). CSEAP provides access to an 
on-campus counselor, tele-therapy, f inancial wellness and 
st ress-managing workshops, wellness, resiliency and 
talking about  equit y, d iversit y, and inclusion in the 
workplace. Through campus communicat ions, like Human 
Resources' Campus Leaders Notes, Mines provides 
leaders management  tools while keeping wellness and 
work-life balance at  the forefront  of being a 
high-performing team. As many employees moved 
quickly from working in an on-campus off ice to working 
in their homes at  the onset  of the pandemic, Mines 
hosted mult ip le EveryOredigger Zoomcasts w ith facult y, 
staff and students to d iscuss pert inent  top ics to aid the 
t ransit ion. These Zoomcasts sparked many ideas and 

collaborat ions among colleagues and catalyzed the 
creat ion of a New  Employee Coterie designed to help 
welcome employees into the community while working 
from home.   

Many Mines employees are also caregivers. Mines 
provides backup care for childcare and elder care 
through our cont ract  w ith Bright  Horizons. This is an 
except ional program very few  inst itut ions of higher 
educat ion offer to employees. Mines is working to solid ify 
a ?f lexib le hours? policy that  w ill allow  staff to have a 
f lexib le work-life balance, which has been part ly 
catalyzed by the pandemic.

Ult imately, the best  way to evaluate work-life balance, 
health, wellness and family is through a climate survey, 
which is a priorit y for Mines in the coming years. 

At  the end of October 20 20 , Mines cont racted w ith 
ModernThink, an independent  research f irm, to conduct  an 
inaugural employee engagement  survey. Mines? achieved an 
except ional 61 percent  response rate which included 
representat ion from all employee groups. This provided a 
high-qualit y baseline data set  and meaningful insight  for 
act ion p lanning. The result s were presented to leadership in 
February 20 21 w ith subsequent  d iscussions at  the VP, 
department  and team levels. Part icipat ion in this survey 
follows a b iennial cycle and qualif ies Mines to be included 

in the "Great  Colleges to Work For" program and further 
advances the inst itut ion towards the MINES@150  goal of 
becoming an employer of choice.  

In alternat ing years, we p lan to delve deeper into campus 
climate issues, w ith a mix of focus groups, interviews and 
surveys, depending on the f ind ings from ModernThink. 

Ut il ize a vet ted  and professionally developed 
campus climate survey

Embed imp licit  b ias t raining  as part  of on-board ing, 
teaching, leadership preparat ion and other relevant  
processes or commit tees

- Admissions hosts workshops specif ically 

designed to manage and minimize implicit  b ias in 
review  of undergraduate applicat ions. So far, 20  
admissions counselors have part icipated.

- Mines DI&A  hosted campus-w ide implicit  b ias 

and minimizing microaggressions workshops (240  
at tendees) facilit ated by Dr. Dena Samuels.

- CLASS held a comprehensive series of 

workshops to advance general DI&A-related skills 
(over 10 0  at tendees). Vernon Wall provided the 
d iscussion, ?Creat ing a Campus Culture Commit ted 
to Social Just ice and Equit y,? focusing on key 
concepts including ident it y, privilege, 
intersect ionalit y, equalit y vs. equit y and intent  vs. 
impact .  

- HASS Commit tee for DI&A held a workshop in 

January 20 20  at tended by 11 facult y members to 
help understand the connect ion between privilege 
and implicit  b ias. 

- Pub lic Safet y  team members at tended and 

completed both the campus (Mines DI&A and 
Student  Life)  workshops along w ith several courses 
provided by the Colorado Commission on Peace 
Off icers Standards and Training. The courses 
covered microaggressions, implicit  b ias, racial 
profiling, ant i-b ias policing and de-escalat ion.

- Human Resources'  New-employee 

onboarding int roduces new  facult y and staff hires 
to Mines DI&A.

- Art hur Lakes Lib rary and Mines 
Museum of  Eart h Science conducted a 

group workshop in October 20 20  centered around 
the Harvard Implicit  Associat ion Tests32 for Race 
and Skin Tone. The majorit y of the department  
completed the tests and engaged in both breakout  
and full group d iscussions on their react ions to the 
test . A  Mines DI&A staff representat ive served as a 
workshop co-facilit ator. They p lan to hold similar 
department  workshops in future semesters.

- Informat ion & Technology Solut ions 
( ITS)  holds weekly round table d iscussions and 

involves other unit s? to cover top ics such as 
rest itut ion, microaggressions, ?colorb lindness,? 
st ructures in the U.S. that  led to systemic racism, 
implicit  b ias, BIPOC at  Mines and personal 
experiences w ith d iversit y, inclusion and access on 
campus.

- Finance Administ rat ion & Operat ions 
offers implicit  b ias workshops specif ic to FA&O 
act ivit ies. Overall part icipat ion rate for their 
employees is 80 -85 percent . From February to 
March 20 20 , there were 284 at tendees who 
part icipated in one of the seven FA&O-hosted 
implicit  b ias workshops. There were 29 unit s 
represented.

- Geology and Geophysics began hold ing 

b iweekly DI&A-focused coffee hours over Zoom to 
raise awareness and have d iscussion around issues 
related to equit y, inclusion and access. They shared 
their init iat ive on # OrediggersForEquit y 33 to inspire 
others.
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Figure 14: Trefny Innovative 
Instruction Center?s annual 
Student Survey in spring 
20 19 asked three questions 
relating to undergraduate 
students? mental and 
emotional well-being. The 
biggest differences 
reported in comparison to 
the university average were 
from the LGBTQ+ 
community.

32 implicit .harvard.edu/ implicit / t akeatest .html
33 m ines.edu/ d iversit y/ orediggers-for-equit y-2-2/
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After the social just ice and racial inequit y events of summer 20 20 , the campus community expressed a need for DI&A 
learning and skill development  beyond implicit  b ias. This recommendat ion was expanded to include general DI&A learning 
and minimizing microaggressions. To date, there have been considerable effort s to educate and reduce instances of 
implicit  b ias among community members and in Mines' processes. 



Ensure all universit y materials and spaces are availab le 
to all who need them

FA&O launched their ?Diversit y, Inclusion and Belonging? 
learning cohorts in February 20 21. Through this init iat ive, 
FA&O leadership is approaching culture build ing w ith 
intent ion to further enhance Mines? focused work on 
d iversit y, inclusion and belonging. The goal is to create an 
environment  where FA&O employees can safely engage in 
conversat ions through cohorts of approximately 30  team 
members. Each cohort  engages in four, 60 -minute 
facilit ated learning sessions. Each session requires 
pre-work, a conversat ion about  ind ividual experiences and 
pre-work review. Sessions are facilit ated by FA&O team 
members selected by their leaders who demonst rate a 
facilit ator's mindset  and skills to lead these conversat ions. 

Beyond interact ive implicit  b ias workshops, Mines offers 
educat ional content  on Skillsoft . In the Diversit y Inclusion 
Bias Report  20 18 to June 20 20 , there were 20  course 
offerings related to d iversit y, inclusion and access. Only 11 
of the 20  had confirmed complet ions from individuals. 
Mines has encouraged the community to take these 
courses, though the response has been minimal, leading us 
to believe using Skillsoft  for these topics may not  be the 
best  vehicle. By comparison, the virtual workshops led by 
external consultants have had higher at tendance and 
engagement  (350  people between the DI&A and CLASS 
workshops as compared to under 10 0  for all Skillsoft  
courses). 

Mines is commit ted to provid ing equal access to 
universit y courses, programs and act ivit ies for students, 
facult y, staff and community members w ith a d isabilit y. In 
compliance w ith the ADA Amendments Act  of 20 0 8, 
Sect ions 50 4 and 50 8 of the Rehabilit at ion Act  of 1973, 
universit y personnel work w ith qualif ied community 
members and guests to ensure equal access wherever 
and whenever possib le.

Three main areas in which Mines focuses 
on student  accessib il i t y : 

1. Open Educat ional Resources

2. Disab il it y  Support  Services and Mines Test ing  
Center

3. Equal and equit ab le access to technology

The library and museum have made progress to help 
ensure all materials and spaces are availab le to all 
members of the Mines community. To increase students' 
accessib ilit y to materials, the Colorado Department  of 
Higher Educat ion (CDHE) funded Mines w ith $30 ,0 0 0  to 
create Open Educat ional Resources incent ives. This mini 
grant  program funded 11 projects and resulted in a 
savings of $37,520  to 560  students enrolled in fall 20 19. 
The 20 18-20 20  $30 ,0 0 0  CDHE grant  impacted 12 
courses, saving students an est imated $63,0 0 0  per year 
in required course materials. The 20 19-20 21 $38,0 0 0  
CDHE grant  impacts 14 courses, saving students up to 
$279,0 0 0  per year in required materials.  

Disabilit y Support  Services (DSS) facilit ates equal access 
for students w ith d isabilit ies by provid ing services and 
coord inat ing academic accommodat ions, workshops, 

educat ion, consultat ion and advocacy for students, staff, 
facult y and administ rat ion around d isabilit y and 
compliance. DSS staff cont inue to experience steady 
grow th in student  applicat ions and regist rat ions each 
year, w ith an average grow th of 30  percent  over the past  
three years and more than doubling the number of 
registered students since 20 17-20 18. DSS devotes 
signif icant  t ime and resources to processing applicat ions 
(284 applicat ions since fall 20 19) and coord inat ing 
accommodat ions for students who are act ively registered 
(40 4 students) . The off ice supports greater access and 
inclusion through collaborat ion w ith campus partners, 
professional development  effort s and the development  
and procurement  of assist ive technology, software and 
resources. 

Of those registered in 20 20 , a majorit y of students had a 
primary d isabilit y of ADHD (32 percent ) , followed by 
specif ic learning d isabilit ies (e.g. dyslexia)  (16 percent ) , 
psychological/ psychiat ric d isabilit ies (14 percent ) , chronic 
health condit ion (8 percent ) , aut ism spect rum disorder (7 
percent ) , physical/ mobilit y impairment  (3 percent ) , 
hearing d isabilit y (2 percent )  and vision d isabilit y (1 
percent ) . Nearly half of those registered have two or 
more d isabilit ies (n=199; 49 percent ) . 

On average, the Mines Test ing Center (MTC) experienced 
a 26 percent  grow th in usage year after year w ith a 168 
percent  overall increase in usage since 20 14. During the 
COVID-19 pandemic, the MTC experienced a decline in 
usage but  expanded virtual proctoring support  to 
campus. MTC plans to provide addit ional proctoring 
support  and access for students who may benefit  from 
adjusted exam schedules due to Ramadan observance 
this spring. 

Fall semester #  reg istered student s Annual % increase

20 15 150 --

20 16 163 9%

20 17 181 11%

20 18 239 32%

20 19 315 32%

20 20 40 4 28%
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Students w it h reg istered accommodat ions w it h DSS 
(20 15-20 20 )

A support  services survey sent  to almost  5,0 0 0  students (w ith a 20  
percent  response rate) aimed to understand the challenges students faced 
w hen Mines moved to virtual delivery in March 20 20 . The survey assessed 
ant icipated challenges w ith cont inued virtual delivery and w hat  support  
was needed for sustained virtual delivery. A  sect ion focused on ITS services 
received 56 open-ended comments on w hat  went  well and 36 comments 
on the challenges after moving to virtual delivery. Feedback included: 

- Students appreciated that  they were able to access campus 
computers using software such as VPN and Labby. 

- Students felt  t icket  response t ime was fast  and were able to get  
help for their personal devices. 

- The abilit y to f ind informat ion online w ithout  having to submit  a 
t icket  was also useful, as was the online chat  feature. 

- Some students found it  challenging to connect  to campus 
computers and were not  able to connect  for long periods of t ime. 

- Other students found they d id not  have access to the right  
software to use on their personal computers. 

- Students also stated they would like to have a more clear and 
accessib le method for accessing all t he resources availab le.

Cult ure of  inclusion: 
ongoing  and future 
act iv it ies

- Ensure we inst it ut ionalize 
campus climate surveys and 
are prepared to respond to 
their f ind ings

- Explore areas of success and 
opportunit y to increase 
feelings of  belong ing for our 
internat ional student  
populat ion

- Expand DI&A learning and 
skill development  
opportunit ies to the ent ire 
campus community and 
work across unit s and 
departments

- Improve support  to those 
who have experienced b ias, 
d iscriminat ion, harassment , 
v io lence and climate 
concerns through the new  
Off ice of Inst itut ional Equit y 
& Tit le IX

- Promote campus-w ide 
inclusion act ivit ies through 
the # Ored iggersForEquit y 
campaign every Monday



Increasing d iversit y, promot ing inclusion and ensuring access are crit ical to our shared success and the advancement  of 
Mines and it s mission. Shared responsib ilit y means the ent ire Mines community part icipates in and is accountable for 
advancing the DI&A St rategic Plan goals and recommendat ions. To ensure shared responsib ilit y, Mines established a 
consultat ion service model for DI&A. W hile Mines DI&A leads many inst itut ional effort s, it  also supports and collaborates 
w ith campus unit s, teams and ind ividuals on implementat ion of the St rategic Plan. This shared services consultancy model 
helps ensure that  increasing d iversit y, promot ing inclusion and extending access are key priorit ies for, and responsib ilit ies 
of, everyone in the Mines community and not  just  a cent ralized off ice.

SHARED RESPONSIBILITY 
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A grow ing number of departments and campus unit s have 
started to embed DI&A expectat ions and object ives in 
ind ividual performance goals. Of the 40  departments and 
unit s that  submit ted implementat ion p lans in 20 19, more 
than half stated they would include DI&A as part  of their 
annual performance p lanning and evaluat ions. These 
object ives are driving part icipat ion in more campus-, 
community- and professional-led events, fostering healthy 
d iscussions and engaging more of the campus community 
in a shared responsib ilit y for DI&A.

A template for DI&A-focused performance object ives can 
be downloaded for unit  or employee use34. Unit s take one 
of two approaches: publish a list  of opt ions an employee 
can undertake to achieve the DI&A object ive in their 
evaluat ion or, like CLASS, consult  w ith employees during 
the performance p lanning stage to craft  DI&A object ives 
that  are of interest  to the ind ividual. DI&A in performance 
management  is not  required for all employees, but  if  
undertaken, should be implemented in a similar fashion for 
all employees w ithin a unit . 

Integrate cont ribut ions to DI&A into ind ividual and 
unit  performance evaluat ions

DI&A integrated  into performance p lans and evaluat ions

- Campus Liv ing  and Student  Success

- Chemical and Bio log ical Eng ineering

- Communicat ions and Market ing

- Computer Science

- Elect rical Eng ineering

- Eng ineering  Design and Societ y

- Geology and Geolog ical Eng ineering

- Geophysics

- Human Resources

- Humanit ies, Art s and Social Sciences

- Finance, Administ rat ion and Operat ions

- Informat ion and Technology Solut ions

- Arthur Lakes Lib rary and Mines Museum

- McNeil Center for Ent repreneurship  and 

Innovat ion

- Mines Foundat ion

- Mining  Eng ineering

- Pet ro leum Eng ineering

- Reg ist rar's Off ice

- Research and Technology Transfer

- Trefny Innovat ive Inst ruct ion Center

- Universit y Honors and Scholars Program

Require every unit  to  create a measurab le, 
accountab le act ion p lan

Shared responsib ilit y means part icipat ion and 
accountabilit y for DI&A effort s across the ent ire Mines 
community. One key aspect  to this model is the 
development  and d isseminat ion of campus unit  
implementat ion p lans. Start ing in 20 19, each major unit  
across campus (40  ent it ies)  developed and submit ted a 
DI&A plan uniquely tailored to their needs and interests. 
These p lans were reviewed by the DI&A team and expert  
advisors. 

Each spring, Mines DI&A delivers a report  summarizing 
demographic data relevant  to each unit . Departments and 

campus unit s use these to monitor their DI&A progress. 
Start ing in 20 20 , unit s submit  a progress report  and 
update their p lan w ith new  programs and commitments. 
Figure 15 shows the most  common programs found in the 
implementat ion p lan reports submit ted in 20 20 . Figure 16 
shows an est imate of the potent ial impact  that  each of the 
act ivit ies found w ithin each unit?s implementat ion p lans 
has across campus. DI&A act ivit ies that  may have the 
highest  potent ial impacts across campus include ind ividual 
unit s? professional development  act ivit ies, implicit  b ias 
workshops and part icipat ion in self-assessment  surveys.

34 m ines.edu/ human-resources/ performance-management
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Common programs in unit  imp lementat ion p lan report s

38     MINES.EDU/ DIVERSITY MINES DIVERSITY, INCLUSION & ACCESS     39

Figure 15: Most common DI&A programs or activities cited in units? 20 20  implementation plan reports. For example, out of 36 reports 

included in this data set, 33 of them noted that the unit is dedicated to including diversity professional development (PD) opportunities. 

Notes: IRSA Data = data collected from Institutional Research and Strategic Analytics; Hiring Excellence for (faculty/ staff)  and (students) = 

unit is implementing best practices from the Hiring Excellence program. All academic departments included inclusive classrooms in their 

implementation plan reports.

Program name, #  impacted employees, #  impacted student s

Advocates and allies are men at  Mines w ho are commit ted 
to personal act ion in support  of women and gender equit y. 
The nat ionally recognized Advocates and A llies program 
was developed by experts from North Dakota State 
Universit y35. In April 20 19, consultants t rained Mines 
advocates over a two-day, intensive learning and 
development  program and spent  two semesters studying, 
talking to their women colleagues about  their experiences 
w ith gender inequit y and designed a workshop for 
campus. Mines current ly has f ive t rained advocates, w ho 
offer their gender allies workshop to those w ho ident ify as 
men at  Mines. This workshop equips men w ith the 
know ledge, skills and st rategies to effect  posit ive personal, 
unit  and organizat ional change. This workshop emphasizes 
men working together to address gender inequit y, 
bystander intervent ion and maintaining accountabilit y to 
women. 

A llies are men w ho complete a workshop hosted by 
advocates and act  to promote gender equit y through an 
emphasis on personal and organizat ional act ion. 
Advocates are allies w ith an established record in support  
of gender equit y and dedicate signif icant  t ime and effort  
to the Advocates and A llies program. Applicat ions for new  
advocates are invited each fall.

In April 20 19, more than 80  male facult y and staff 
completed allies learning and development  act ivit ies. 
Mines advocates crafted their Advocates and A llies 
mission statement 36, ob ject ives, princip les and act ions.

They work in partnership w ith the Women?s Advisory 
Board, w ho advise the work of the advocates and 
communicates feedback on gendered environments from 
their women colleagues and peers at  Mines.

In fall 20 20 , Mines DI&A launched the DI&A Ambassadors 
Program, a st rategy used to help meet  the grow ing 
requests for d iversit y and inclusion workshops across 
campus. Mines DI&A Ambassadors37 engage in deeper 
learning on implicit  b ias, microaggressions and other 
d iversit y, equit y and inclusion topics as they relate to 
fostering a culture of inclusion and enact ing posit ive social 
change on campus. Mines DI&A Ambassadors are a group 
of undergraduate and graduate students, academic facult y, 
administ rat ive facult y and classif ied staff w ho part icipated 

in a nine-week program and received cert if icates to host  
workshops on mit igat ing implicit  b ias and minimizing 
microaggressions. The student  ambassadors are f inancially 
supported by ConocoPhillips. Mines community members 
can schedule a DI&A Ambassador-led workshop for their 
campus unit , academic department  or student  
organizat ion38. 

It 's important  to note that  part icipat ing in one workshop 
isn't  enough to drive long-term culture change at  an 
inst itut ion. Workshop part icipants need t ime to d igest  new  
informat ion, d iscuss complex concepts and pract ice new  
skills learned. Mines DI&A hosts a regularly scheduled 
learning community for DI&A advocates and allies to 
reconvene and pract ice what  they've learned in the 
workshops. Another way Orediggers can engage is by 
facilit at ing "pract ice scenarios" designed by Mines DI&A at  
the beginning of their group meet ings. These act ivit ies w ill 
foster more act ive bystanders and allies who have 
pract iced the skills necessary to create an inclusive 
campus culture.

Cult ivate advocates and all ies for professional 
development  programming

Figure 16: Estimated potential impact of DI&A-related activities that were cited in the 20 20  implementation plan reports submitted by 36 
major units across campus. Each point represents: DI&A activity name, estimated potential number of employees impacted, estimated 
potential number of students impacted.

35 ndsu.edu/ forward/ advocates_and_allies_project / about_advocates_allies/
36 m ines.edu/ d iversit y/ w p-content / uploads/ sites/ 278/ 20 19/ 11/AA_Mission_Object ive_Act ions-1.pdf
37 m ines.edu/ d iversit y/ mines-d ia-ambassadors/
38 m ines.edu/ d iversit y/ workshops-t raining/
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Shared responsib il i t y : 
Ongoing  and future act iv it ies

- Expand and update Advocates and 
A llies and the DI&A Ambassadors 
programming

- Vert ically integrate cult urally inclusive 
best  pract ices throughout  the student  
experience

- Provide cont inued and addit ional 
support  to all unit s who submit  
implementat ion p lan report s

- Assess the impacts of  DI&A in 
performance management  and 
invest igate ways to expand to other 
unit s
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Raising awareness of DI&A is of vital importance at  any inst itut ion but  part icularly at  Mines as a STEM inst itut ion w here 
these concepts do not  often get  applied in everyday studies. To do this, Mines aims to create and implement  
campus-w ide communicat ions and act ivit ies that  foster d ialogue about  DI&A. 

FOSTER DIALOGUE

Create and imp lement  a communicat ion p lan that  informs 
the community of DI&A resources and fosters d ialogue

Since the adopt ion of the St rategic Plan, Mines DI&A 
launched several communicat ion and d ialogue effort s. For 
example, the # OrediggersForEquit y39 is a self-learning, 
social media campaign that  Mines DI&A launched fall 20 20 . 
Every Monday, Orediggers are encouraged to set  aside 30  
minutes to learn more about  DI&A in STEM. The goal is to 
unite and support  an equitable and just  campus community 
by draw ing on ind ividuals' own interests, passions and 
learning.

Addit ionally, Mines DI&A publishes a monthly d igest  
highlight ing DI&A effort s, programming and achievements 
across campus. Mines DI&A also collaborates w ith the 
President?s Off ice and Mines' Communicat ions and 
Market ing team to incorporate DI&A-related act ivit ies into 
campus communicat ions, such as the Blaster Bullet in and 
Daily Blast  w ith relevant  DI&A communiques. 

The Mines DI&A social media channels are also act ive. As of 
the end of August  20 20 , Mines DI&A had 76 Facebook 
followers, 333 Instagram followers, 40  Tw it ter followers and 
10 0  tweets from Mines DI&A staff. The most  popular web 
pages included Mines DI&A?s homepage, inclusion 
icebreakers and racial equit y resources.

Another way to facilit ate d ialogue is through cont inuat ion 
of the Mines DI&A Council and special events. Mines DI&A 
hosts the annual DI&A Symposium at  the start  of every 
spring semester, where every unit  g ives a quick f lash talk on 
progress made on their respect ive DI&A implementat ion 
p lans. The symposium helps foster collaborat ion effort s 
across campus. 

Mines DI&A-hosted special events, specif ically aimed at  
fostering d ialogue, include the fall 20 20  view ing of ?Picture 
a Scient ist ,? w ith an interact ive panel comprised of two of 
the featured scient ists and two of the d irectors. 

39 m ines.edu/ d iversit y/ orediggers-for-equit y/
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Fostering Dialogue has also been supported and facilit ated 
by many unit s across campus. For example, members of 
Student  Life?s DI&A: Real Talk commit tee invite their 
colleagues to learn about  and d iscuss d iversit y, equit y and 
inclusion through act ive d ialogue each week. They have 
hosted more than 20  topics, ranging from ant i-racism, 
exploring the impact  of COVID-19 on U.S. immigrat ion 
policy, language d iversit y, LGBTQ+ history and allyship to 
food and housing insecurit y. Real Talk emails reach more 
than 150  recip ients in Student  Life each week. 

The Trefny Innovat ive Inst ruct ion Center also cont ributes to 
fostering d ialogue about  DI&A. They hosted ?Working w ith 
students on the aut ism spect rum? w ith DSS staff, 
highlighted ?Failure Fridays? videos on their website, 
created the Cont inuit y of Teaching website40  and 
developed a Canvas course w ith links to DI&A resources 
and helpful guides for facult y. The Cont inuit y of Teaching 
Canvas course had 3,179 page views on the most  act ive 
day, March 16, 20 20 . It  also had 134 d iscussion posts 
between Trefny Center staff and facult y during the remote 
teaching t ransit ion in spring 20 20  due to the COVID-19 
pandemic shutdow n. 

" I appreciate t he t ime and ef fort  t he 
authors of  t he Real Talk emails put  into 
connect ing  fo lks to  resources. I also enjoy 
t he processing  quest ions. I am fort unate 
to work in a department  t hat  t akes t ime to 
d iscuss t he top ics each week.?

REAL TALK part icipant
20 21 

40  online.mines.edu/ cont inuit y/
41 m ines.edu/ d iversit y/ w p-content / uploads/ sites/ 278/ 20 20 / 0 4/ DIA-at -Mines-20 20 -20 25.pdf

Inst it ute a campus hub that  serves as an interconnected, 
physical space to welcome engagement , interact ion and 
support  d iverse students, facult y and staff

DI&A 
St rateg ic Plan 
Recommendat ion

After the release of the St rategic Plan in February 20 19, 
two DI&A working groups made up of students, facult y and 
staff evaluated d if ferent  models for sustaining and 
monitoring progress toward our goals. A fter review  and 
iterat ions w ith execut ive leadership and the Mines Dl&A 
Council, t he best  approach forward was a shared-services, 
consultancy model, w hich was presented to campus in 
early spring 20 20 41. This model emphasizes shared 
responsib ilit y for campus to collect ively undertake the 
responsib ilit y of promot ing Dl&A. This approach was 
catalyzed by the St rategic Planning process w here it  was 
determined that  Mines does not  want  to use a "cent ralized 
off ice" for all of these effort s, rather d ist ribute the 
opportunit y to be Dl&A allies, advocates and champions 
among all Mines community members. 

There are many aspects important  to the inst itut ion that  
must  cont inue to be supported by a cent ral team of DI&A 
experts w ho report  d irect ly to the president . These include 
campus-w ide learning and development , support  for unit  

implementat ion p lans, pursue inst itut ional external funding 
and provide detailed data analyses for campus report ing. 
This shared-services, consultancy model encourages and 
nurtures learning, offers support  services and leads specif ic 
Dl&A init iat ives cent ral to our St rategic Plan goals. Mines 
DI&A is led by the president ial facult y fellow  for access, 
at tainment  and d iversit y, which is a rotat ing leadership 
posit ion current ly held by Dr. Amy Landis. 

This component  of a shared responsib ilit y replaces the 
orig inal idea and intent  behind ?inst itut ing a campus hub? 
so DI&A is evenly d ist ributed among all departments and 
unit s across campus. This model is similar to the shared 
services approach ut ilized by Mines Administ rat ive and 
Processing Services (MAPS). Mines DI&A staff and web 
pages are a point -source for informat ion, support  and 
services. Mines DI&A leverages the shared consultancy 
model, and, depending on the nature of requests received, 
staff engage w ith other groups on campus to help meet  
needs for informat ion and services. 
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Support  services

- Ad hoc data requests

- Assistance w ith grants, 

programming and awards

- Expert  consultat ion

- Support  for ind ividual 

Implementat ion p lans

DI&A: A  Shared Services Consult ancy Model

Foster d ialogue: Ongoing  and future act iv it ies

- Expand the # Ored iggersForEquit y 
campaign to increase part icipat ion and 
reach throughout  the Mines community

- Cont inue collaborat ing w ith Mines' 
Communicat ions and Market ing team to 
deliver t imely DI&A-related 
communicat ions to campus

- Grow  the number of  Fostering Dialogue 
act iv it ies by other unit s across campus

- Cult ivate DI&A champions across all Mines 
community members to reinforce the 
shared services consult ancy model

Mines DI&A-led  init iat ives

- Campus report ing on 

st rategic p lan

- Data collect ion and analysis

- Facilit ate Mines DI&A Council

- Foster d ialogue and learning

- Promote shared responsib ilit y

- Represent  Mines

- Secure external funding

Collaborat ive programming

- Accessib ilit y

- Campus climate

- Communit ies of Scholars

- DI&A in performance evaluat ions

- Hiring Excellence

- Inclusive classrooms

- K-14 recruitment

- Mines Community A lliances

- Mines Mentoring Program

As shared responsib ilit y is cent ral to Mines DI&A act ivit ies, it  is important  to reward and recognize those who f ind ways 
to support  DI&A across campus and cont ribute to it s success. Formal recognit ion validates the work and encourages 
sustained effort s.

REWARDS AND RECOGNITION

Form Mines DI&A communit y g rant s p rogram to 
encourage and reward grassroots act ivit ies

Established in 20 19, community grants are awarded 
based on alignment  w ith the DI&A St rategic Plan, 
number of campus community members impacted and 
cont ribut ion to campus inclusion. Proposals are 
accepted42 on a rolling basis and must  be submit ted no 
later than four weeks before funding is needed. 

To date, three proposals were submit ted, and one was 
awarded. The Department  of Geology and Geological 
Engineering received $50 0  to host  Dr. Jane W illenbring 

w ho g ive three talks during a visit  to Mines in February 
20 19. Dr. W illenbring is credited w ith bring ing nat ional 
at tent ion to the # MeToo movement  in academia w ith a 
20 16 Tit le IX complaint  against  her graduate school 
adviser. These events increased awareness of harassment  
and d iscriminat ion which affect  the success of women 
and those underrepresented in STEM.

42 m ines.edu/ d iversit y/ awards-grants/
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St rateg ic Plan 
Recommendat ion
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Start ing in 20 19, Mines created two new  sets of Mines DI&A 
awards: one for implementat ion p lans and reports and 
another for the broader campus community. President  
Johnson and a panel of experts review  every unit  
implementat ion p lan report  and g ive out  awards for 
innovat ion and commitment .  

For the 20 19-20 20  academic year, Mines DI&A honored f ive 
ind ividuals, one professional organizat ion and one student  
organizat ion for their exemplary cont ribut ions to enhance 
the campus climate and create an inclusive campus for the 
d iverse communit ies we serve. 

20 19 Inaugural DI&A Implementat ion Plan Awards:   

- President ?s Academic Program Award : 
Computer Science  

- President ?s Non-academic Program Award : 
Research and Technology Transfer (RTT)   

- Cult ivat ing  a Cult ure of  Inclusion Award : 
Trefny Innovat ive Inst ruct ion Center  

- Creat ive Programming Award : CLASS  

- Support ing  Student  Retent ion Award : 
W ISEM  

- Inst it ut ional Engagement  Award : ITS 

Estab lish awards, recognit ion and promot ion 
publicizing and recognizing ind ividuals and unit s that  
have demonst rated successful DI&A effort s 

DI&A 
St rateg ic Plan 
Recommendat ion

Pursue external sources of  fund ing  to support  DI&A 
programs and inst itut ional t ransformat ion 

To bolster DI&A effort s, Mines pursues external sources of 
funding to support  programs and drive innovat ive change. 
This is done in three ways: 1)  Mines DI&A-led federal and 
state funding grant  opportunit ies, 2)  support  facult y-led 
funding and 3) corporate and private partnerships and 
donat ions in collaborat ion w ith the Mines Foundat ion.  

From 20 19 to 20 20 , Mines DI&A led six federal proposals 
and two local proposals totaling over $17.3 million. Some 
are st ill under review, and others were invited for 
re-submission. One has been awarded to date? a $30 0 ,0 0 0  
NSF grant  awarded to Dr. Landis (Mines DI&A) and Dr. 
Hermundstad-Nave (Trefny Center)  to support  inclusive 
classrooms at  Mines. 

RTT and Mines DI&A developed a menu of DI&A programs 
facult y could integrate into the proposals they lead. 
Through this menu, facult y work w ith Mines DI&A to 
customize DI&A programming to f it  t heir ind ividual 
research projects, support  DI&A across Mines and increase 
the compet it iveness of their proposals43. Since 20 19, RTT 
has connected 11 proposal teams to Mines DI&A for help 
w ith proposals and let ters of collaborat ion.  

RTT?s goal is to promote interest  and support  development  
of proposals intended to increase the d iversit y of Mines? 
undergraduate, graduate student  and facult y populat ions 

(e.g., NSF S-STEM44 , NSF ADVANCE). As of summer 20 20 , 
RTT supported Mines facult y in submit t ing six full 
proposals and two pre-proposals specif ically aimed at  
DI&A. Out  of the six submissions, one pre-proposal 
advanced to the next  stage, one was not  funded and four 
are st ill wait ing a response from NSF. 

Mines has worked closely w ith the Colorado School of 
Mines Foundat ion to support  Mines DI&A-related programs 
and act ivit ies for more than 60  years. Early private funding 
focused on small scholarships and expanded to start  
programs, including Summer Mult icultural Engineering 
Training (SUMMET) in 1971, MEP in 1989 and W ISEM in 1997. 
From 20 10 -20 20 , private support  for DI&A was four t imes 
higher than the amount  received from 20 0 0 -20 10 . The 
number of recip ient  programs and act ivit ies also cont inued 
to increase. Support  has been provided to d isabilit y 
services, veterans services, f irst -generat ion students, the 
Challenge Bridge program retent ion-related act ivit ies, 
emergency funds for students, facult y and staff and DI&A 
act ivit ies, such as the Mines Mentoring Program, DI&A 
Ambassadors and campus survey effort s. Since 20 10 , more 
than $2 million has been cont ributed to support  
scholarships which benefit  underrepresented students. 

DI&A 
St rateg ic Plan 
Recommendat ion

" I t hink it  is important  for other 
peop le to  g ive back and/ or pay it  
forward , because in doing  so, you 
are bet tering  yourself  and your 
communit y. Especially in co llege, 
t he opportunit ies granted to us g ive 
us t he tools to  be a bet ter person to 
eventually benef it  societ y. Imag ine 
all t he opportunit ies lost  w it hout  
t hese generous donors."

Kayla Benson
Class of  20 23 

Rewards and recognit ion: Ongoing  and future act iv it ies

- Work w ith Mines Foundat ion to expand 
DI&A fund ing

- Encourage current  donors to support  t heir 
interest s

- Increase support  for specif ic areas of 
interest  (e.g. f irst -generat ion, veterans, 
scholarships)

- Ident ify and apply for large federal and 
foundat ion awards

- Invite new  donors to provide general 
support  for t he DI&A  init iat ive and the 
long-term goal of culture change

43 m ines.edu/ d iversit y/ grant -proposal-support /
44 nsf.gov/ funding/ pgm_summ.jsp?pims_id=5257
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NEXT STEPS FOR 20 21 AND BEYOND
Two years have passed since Mines released the St rategic Plan for Diversit y, Inclusion & Access. The community came 
together to develop that  p lan, using the MINES@150  st rategic p lan and our inst itut ion?s mission as a beacon. Since that  
t ime, a lot  has happened that  catalyzed ref lect ion and act ion. The importance of campus' cont inued engagement  since our 
launch event  in 20 19 is as important  as ever. Every Oredigger engaged in DI&A-related work at  Mines makes a d if ference in 
creat ing an inclusive community. We recognize our work is not  done. Leveraging the exist ing momentum from our current  
accomplishments is important  to catalyze the next  wave of progress as we get  closer to our 150 th anniversary celebrat ion 
in 20 24. 

The follow ing are some of the most  pressing areas for us to channel our effort s in the coming years:
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Important  Cont ributors:
Admissions

Advocates and A llies

Campus Living and Student  Success

Colorado School of Mines Foundat ion

Communicat ions and Market ing

Disabilit y and Support  Services

Finance, Administ rat ion & Operat ions

Financial A id

Human Resources

Informat ion Technology Solut ions

Inst itut ional Research and St rategic Analyt ics

Arthur Lakes Library

Mines Museum of Earth Science

Mines Community A lliances

Mult icultural Engineering Program

Office of Inst itut ional Equit y and Tit le IX

Public Safety

Research and Technology Transfer

Trefny Innovat ive Inst ruct ion Center

Universit y Honors and Scholars Program

Women in Science, Engineering & Mathemat ics

- Expand inclusive recruitment  and hir ing  pract ices 
f rom admissions and t alent  acquisit ion to all 
recruitment  and hir ing  ef fort s. 

- Analyze and expand campus climate surveys and 
respond to f ind ings.

- Leverage t he Advocates and A ll ies and 
Ambassadors Programs to expand workshops to 
cult ivate an inclusive Mines cult ure.

- Improve support  to  t he Mines communit y t hrough 
t he Off ice of  Inst it ut ional Equit y & Tit le IX.

- Integrate more broad ly DI&A best  p ract ices into 
all employee performance evaluat ions and 
promot ions.

- Foster p rogression on unit s? ind iv idual 
imp lementat ion p lan goals.

- Elevate leadership  development  opportunit ies, 
such as w it h t he fort hcoming Leadership  Inst it ute. 

- Ensure t hat  our model for shared responsib il i t y  
does not  result  in siloed act iv it ies but  rather a 
communit y t hat  d isseminates resources and 
collaborates on ef fort s.

Thank you for being an integral part  of our community. It  is each and every one of you who makes Mines a unique and 
wonderful p lace to live, work and study.

Go Ored iggers! 



Collaborat ion - Inclusion - Excellence - Engagement  
- Engagement  - Leadership  - Innovat ion

Diversit y, Inclusion & Access

Annual Report  | 20 19-20 20

We, the Colorado School of Mines community, are united by our commitment  to our t imeless mission of educat ing and 
inspiring students from all backgrounds and advancing know ledge and innovat ions, w ith the aspirat ion that  our graduates, 

ideas, act ions and innovat ions w ill have a t ransformat ive impact  on ind ividuals and society, leading to shared prosperit y 
and sustainable use of the Earth?s resources.
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