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Overview of Today’s Talk

• Why a DEI Strategic Plan?

• Rationale for U-M DEI Strategic 
Plan

• The U-M DEI Planning Process

• The U-M DEI Plan Implementation

• Examples of U-M DEI Plan 
initiatives

• Questions and Discussion

• Take Home Messages



Historical Context for U-M 
DEI Plan

• The U-M has been seen as a champion for 
issues of Diversity, Equity, & Inclusion in 
higher education for decades.

• There have been numerous campus 
actions around DEI at U-M over the years.

• Black Action Movements

• Michigan Mandate

• Diversity Blueprints

• Despite these efforts U-M has never had a 
formal strategic plan.



State of DEI at U-M in 2015

• University had a reputation for DEI 
leadership in higher education.

• Despite several programs and initiatives 
around the university there was no 
cohesive plan or coordination.

• Few of the initiatives that existed were 
being adequately evaluated.

• There was confusion regarding what DEI 
is and whether the University was 
committed to it in the wake of Prop 2.



Why a Diversity, Equity & 
Inclusion (DEI) Strategic Plan?



Benefits of a Strategic Diversity 
Plan

• Provides tangible evidence of an 
institutional commitment to diversity

• Provides strategic framework to 
coordinate and assess effectiveness 
of institutional diversity efforts

• Provides scale upon which to 
measure progress

• Provides opportunity for grassroots, 
inclusive buy-in from diverse sets of 
constituents



Definition of Terms

DIVERSITY

• Increasing diversity in its myriad 
forms.

EQUITY

• Provide equal opportunity and 
challenge bias, harassment and 
discrimination.

INCLUSION

• Everyone has a sense of belonging 
and opportunity to contribute.





Rationale for the 
DEI Plan



The Case for Diversity in 
Higher Education?

• It is the morally right thing to 
do.

• It is the socially just thing to 
do.

•The world is becoming more 
diverse.

•Diversity is the key to academic 
excellence.



Rationale for DEI

•Diversity is the key to
Academic Excellence.



Rationale for DEI

•Diversity is the key to 
Academic Excellence.

•Diversity only works in an 
equitable and inclusive
environment.



What are we really 
trying to do?



The Objective of the U-M DEI 
Strategic Plan is Simply 

Institutional Cultural Change

To make the university a 
more diverse, equitable and 

inclusive community.



Institution-
alization

Inclusion Transparency

Empowerment

Accountability



What is our strategy 
for change?



Process of Institutional Change



Michigan DEI Institutional 
Change Model

Raise 
Institutional 
Awareness

Enhance 
Individual Skills/ 

Capacities

Align Policy, 
Procedures, & 

Processes

Create Cultural 
Norms/ Reinforcers

Broaden 
Institutional 

Access



Description of the U-M 
DEI Planning Process



What is the actual DEI 
strategic plan?







The DEI Strategic Plan also….

• Provides support for existing DEI 
relevant infrastructure to address the 
increasing demand. 

• Provides funding for new DEI 
infrastructure to assist the university 
and the units in their needs.

• Requires the university and units to 
propose and measure criteria for 
success and regular assessment.

• Delineates points of accountability.



Distributed 
Planning Process



UM DEI Strategic Plan 1.0 has 
produced…

37 university-wide action items and 
2800+ unit level actions.

All 37 university-wide and 92% of the 
unit-level action items have been 
completed.



DEI Plan 
Implementation



DEI Implementation Leads Group: 
The Engine Driving Implementation

• 100+ Member Group

• Active Resource

• Monthly Group 

Meetings

• Meeting Content:

• Implementation 

Process Updates & 

Resources

• Community  

Building Exercises

• Unit  Touch Base 

Meetings

• Professional 

Development 

Opportunities

• Social Events



Forms of Accountability

• All units report annually on their plan progress 
which are accessible to the public.

• The President and CDO report annually to the 
Board of Regents on DEI plan progress.

• Deans and administrative leaders also report on 
plan progress during annual budget approval 
process.

• University leaders, faculty, and staff report on 
DEI activity as part of annual job review.

• DEI commitment and proficiency is part of hiring 
criteria for university leadership roles.



Examples of DEI Plan 
Initiatives



Recruit, retain, and develop a 
more diverse community. 
(People)



Recruit, Retain, Develop a 
More Diverse Community

• Student recruitment initiatives.
• Wolverine Pathways 

• Urban School Initiative

• Native Student Initiative

• MSI graduate student partnerships

• Post-doc to Faculty Program.

• Reviewing and revising hiring 

practices for staff and faculty.
• Provide training for search and hiring 

committees and supervisors.



Promote an inclusive and 
equitable climate. 
(Process)



Promote an Inclusive and 
Equitable Climate

• Provide DEI skills training for U-M 
students, faculty, & staff.

• Conduct first university-wide climate 
survey.

• Build a new Trotter Multicultural Center.

• Increase awareness of bias response 
processes.

• Expand the accessibility of our online 
and web presence.



Support innovative DEI 
scholarship, teaching, and 
service.
(Product)



Support Innovative DEI Scholarship, 
Teaching, and Service

• Professional development opportunities in 
inclusive teaching for faculty. 

• University Diversity and Social 
Transformation Scholars professorships.

• Include DEI criteria in the annual review 
process for faculty and staff.

• Career award for distinguished DEI 
contributions from faculty.

• Interdisciplinary scholars networks in the 
National Center for Institutional Diversity.



Where Are We?



Raising Institutional 
Awareness

Successes

• Near Universal Recognition of DEI as an 

Institutional Priority

• Created a common lexicon and ongoing 

conversation around DEI at the institution

Challenges

• We have raised people’s expectations for DEI 

and thus more criticism and complaints





Enhancing Individual 
Skills/Capacities

Successes

• Widespread participation of students, faculty, 

and staff in DEI education and skill building 

offerings

• Achieved near 100% completion of mandatory 

sexual/gender based misconduct training

Challenges

• More focused training at the middle-level 

manager, department chair level to help them 

more effectively meet DEI-related challenges at 

the unit level







Aligning Policies, 
Procedures & Processes

Successes

• Incorporated DEI principles into core 

University processes such as budget, 

development, and leadership hiring

• Incorporated DEI principles into search and 

hiring processes for faculty and staff

Challenges

• There are still policies and procedures that 

have unintended disparate impacts that need 

to be addressed 





Creating Cultural 
Norms/Reinforcers

Successes

• Created an infrastructure to drive institutional 

change enterprise-wide

• Developed a reward structure that is 

consistent with valuing DEI

Challenges

• DEI work is still invisible and undervalued in 

some parts of the university





Broadening Institutional 
Access

Successes

• Provided students and faculty who have 

traditional been under-represented greater 

access to UM

• Reduced barriers to success and 

advancement at the university

Challenges

• More work is needed to ensure equitable 

access for all to all parts of the university and 

its opportunities











Objective of Provost’s 
Anti-Racism Initiatives

Meet the 

Challenge of 

the Moment

Build on & 

complement U-

M’s extensive, 

ongoing DEI 

work

Add specific 

focus on anti-

racism efforts



Provost’s Anti-Racism 
Initiatives
• Support scholarship & scholars working in Anti-Racism 

areas:

• Faculty Cluster Hire Initiative

• Expand Resources and Infrastructure

• Enhance Race & Ethnicity curricular content in all 19 
schools/colleges.

• Advance public safety & policing for the Ann Arbor 
campus.

• Strengthen faculty and staff professional development.

• Address structural racism in U-M’s Democracy & Debate 
Theme Semester.

• Close gaps in faculty retention.

• Diversify names considered for campus facilities& 
spaces.



What is next?



DEI 

Strategic 

Plan

Capital 

Campaign=

The Work is Never Done.



DEI 2.0 Timeline: A Long-
Term Commitment

2020-
21

• DEI 1.0 Year 5
• Finish up Strong

2021-
22

• DEI 1.0 Year 5 + 1
• Evaluate Progress and Celebrate

2022-
23

• DEI 2.0 Year 0
• Listen, Learn, Plan

2023-
24

• DEI 2.0 Year 1
• Implement New Plan



Advantages of DEI 2.0

• We can learn from what worked 
and did not work in  DEI 1.0.

• We have more time to plan.
• We can be more strategic.

• We have the infrastructure already 
in place.

• We know where we want to go.
• We are no longer building the plane 

as we fly it.



Three 
Opportunities 
for Building 
on DEI 1.0

Plans That Are More 
Strategic.

More Collaboration
Across Units.

More Effective Grass 
Roots Engagement.



More Effective Grass Roots 
Engagement

Engage them 
BEFORE the 

planning 
process.

Make sure that 
their voices are 
represented in 

the plans.

Have explicit 
annual process 
to adapt and 
add to plans.

Consider how 
to 

communicate 
progress 
during 

planning 
process.



Possible Areas of Focus in Plan 
Content

Greater 

Penetration 

within Unit 

Structures

More 

Scrutiny of 

Our Existing 

Policies and 

Procedures

Greater 

Emphasis 

on Infusing 

DEI into our 

PRODUCTS

More 

Support for 

Managers/ 

Chairs



Questions?



More Information at:

diversity.umich.edu/strategic-plan


