
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

34 m ines.edu/ human-resources/ performance-management
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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.
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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

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.



MINES DIVERSITY, INCLUSION & ACCESS     39

Advocates and allies are men at  Mines who 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, who 
offer their gender allies workshop to those who 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 who 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, who 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 who 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

35 ndsu.edu/ forward/ advocates_and_allies_project / about_advocates_allies/
36 m ines.edu/ d iversit y/ wp-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/

DI&A 
St rateg ic Plan 
Recommendat ion

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


