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"Turning goals and objectives into a working plan is the function of the Implementation Plan. This part of the strategic planning process is not usually for public consumption and seldom is made available to the governing board."
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The LU DI&E Action Plan reflects Lehigh’s unequivocal commitment to promoting diversity, inclusion and equity in all aspects of our University life. These actions will strengthen our ability to carry out Lehigh’s mission to advance learning through the integration of teaching, research, and service to others.
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The purpose of this plan is to outline a set of concrete, achievable actions, many of them already underway, that will make Lehigh a more diverse, inclusive and equitable community. The plan prioritizes actions in four areas that enhance our mission:
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The plan intentionally focuses on a relatively small number of areas that we believe will have the biggest immediate impact on our community over the next five years. We fully anticipate that this plan will evolve over time. As we listen to our stakeholders and learn from experience, more actions will be needed. Lehigh University has made important progress in many of these areas and we recognize that this action plan builds on a long legacy of work and activism by generations of Lehigh faculty, staff, students, and alumni.




Select Progress

1. Enhance Our Culture. 
• Implemented programming, such as the weekly campus-wide Community Conversations About Race series hosted by the Office of 

Multicultural Affairs, and regular events through the Center for Gender Equity and the PRIDE Center, among others 
• Developed and established a new Chosen Name Policy and Policy for Designating Gender Identity and Legal Sex, also known as the 

Gender Identity Policy 
• Convened the Lehigh University Police Department (LUPD) Review Committee to strengthen relationships between LUPD and the 

Black, Indigenous and People of Color (BIPOC) communities of Lehigh, as well as with the surrounding community 
• Received recognition for efforts to enhance our inclusive community, such as Higher Education Excellence in Diversity (HEED) 

Awards from INSIGHT Into Diversity magazine, ranked on College Consensus’ “LGBTQ Friendly Colleges” list and named among 
“The 30 Safest Colleges for Jews” by Forward 

2. Improve Institutional Infrastructure. 
• Established antiracism task force
• Secured $2.5 million endowment to create the Marcon Institute for research and study on social injustice 
• Reexamined guidelines for prioritizing diversity, inclusion and equity commitment in processes, such as the contractor selection

process 
• Expanded mental health and wellness staff, as well as increased accessibility to services, in order to support a neuro-diverse student 

body 

3. Diversify Faculty and Staff. 
• Joined the National Science Foundation’s iChange/Aspire network. The Aspire Alliance is a national project aimed at developing more 

inclusive faculty recruitment, hiring and retention in STEM disciplines at universities throughout the U.S. 
• Developed and implemented practices to improve faculty diversity, such as the Faculty Diversity Search in Engineering 
• Added to the university’s professional development offerings for faculty and staff to encourage diversity, inclusion and equity learning, 

such as through the Cornerstones of Community and Faculty Workshop on Inclusive Excellence

4. Expand Student Access and Success.
• Expanded support for diverse and underrepresented undergraduate and graduate students through new programs, such as those 

supporting women in STEM, first-generation and limited-income students, Jewish Student Center
• Developed and implemented new approaches to recruiting diverse and underrepresented undergraduate students 
• The College of Business implemented a partnership with Xavier University of Louisiana, an historically black college, to enhance

access to graduate education for underserved populations 
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Presentation Notes
The success of this Action Plan will require/has required significant investments, both in personnel as well as financial resources. Most of which will be/has been included in the University’s operational budget and in Lehigh’s $1 billion-plus comprehensive campaign GO: The Campaign for Lehigh. New investments will support/have been supporting key priorities, such as:
Research centers focused on race, ethnicity, and social justice: ICRES, Marcon Institute, Global Social Impact Fellows, Lehigh Valley Social Impact Fellows
Increasing representation of faculty from historically underrepresented groups: ADVANCE
Diversifying the graduate student population: GEM, LEAD, CoB partnership with NBMBAA (National Black MBA Association, Inc.)
Diversifying the undergraduate student population: Posse, NACME
Scholarships & Financial Aid: To ensure talented students have access to the Lehigh experience
Student Access and Success: To provide all students with the support they need to thrive. i.e, Jewish Student Center
Soaring Together: Investing in the impact of Lehigh women



Prioritized Initial Metrics

Category Segment/Section/Topic Area Metric or Indicator

Diversify Faculty and Staff recruitment X% increase in diversity of hiring pools 

Diversify Faculty and Staff retention/advancmenet
Distribution of staff performance reviews are consistent across race, 
gender, caregiver status, etc. 

Expand Student Access and 
Support Student, Infrastructure

Increase BIPOC Undergraduate and Graduate Student Enrollment, 
retention, completion of degree by X%

Expand Student Access and 
Support Student

% increase in schools, CBOs, counselors, HBCUs, honors 
organizations, or other possible outreach groups reached with 
programming (attendance #s) and YOY growth in BIPOC student 
application, yield and successful completion of the first year at 
Lehigh

Diversify Faculty and Staff Composition
% increase in BIPOC/gender diversity in Faculty and Staff - ranks 
and levels and units

Diversify Faculty and Staff recruitment
x% increase diversity in later stages of search cycle (long list, short 
list, finalists, offers)

Expand Student Access and 
Support Student, Faculty

Increase in # of course descriptions explicitly containing DEIJ-
related learning objective(s) and measured DEIJ learning outcomes

Diversify Faculty and Staff infrastructure/ research support
X% increase funding opportunities for research areas where URM 
have parity in representation at Lehigh
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Lehigh’s progress over 10 years in attracting students and faculty from historically underrepresented groups has been improving. However, we recognize that there is significant work to be done; especially in diversifying our faculty. This is why a number of our initial set of proposed “Prioritized Metrics” focus on this area. Detailed data that provide greater levels of disaggregation within racial and ethnic groups can be found at [link to faculty demographic data]. 
 
The data indicates that Lehigh has significantly greater racial and ethnic diversity among undergraduates than among graduate students and faculty. Among undergraduates, historically underrepresented groups have relatively low representation in STEM fields. The growth in diversity among faculty and graduate students has been modest and requires greater emphasis. 
 
We need to make progress on hiring women in STEM fields, …




Prioritized Initial Metrics

Category Segment/Section/Topic Area Metric or Indicator

Diversify Faculty and Staff recruitment

Reduce gap by x% in starting salary/start up packages are equitable; 
this includes dual career support, lab space, TA/RA commitments, 
etc. 

Diversify Faculty and Staff retention
decrease non-retirement attrition in URM faculty & staff- (reduction 
in unhappy departures- at all titles)

Diversify Faculty and Staff retention/advancement

Increase investment to increase BIPOC/URM faculty and staff 
attending  professional development related to leadership or career 
planning (NCFDD's FSP program, ACE fellows, other) or other 
prof/research career needs by X%

Expand Student Access and 
Support Student

Decrease #s of BIPOC student transfer requests, withdrawal, other 
possible pre-retention 'red flags' by gender and SES 

Diversify Faculty and Staff Composition
% increase in BIPOC / gender diversity in leadership (manager, 
director, chair, etc) and tenured and full professor

Diversify Faculty and Staff retention/advancement increase %  staff of color being promoted/reduce demotions

Diversify Faculty and Staff retention/advancement
Distribution of tenure success is consistent across race, gender, 
parental status, tenure extensions, etc. 

Diversify Faculty and Staff retention/advancement
Distribution of time to full professor  consistent across race, gender, 
and discipline
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While the priority metrics appear to speak primarily to increasing diversity, I assure you they also provide measures for our inclusion and equity success as well. We know from past surveys and community conversations that Lehigh is not as inclusive as it needs to be. The problems students and faculty have voiced include exposure to racism and other behaviors that disparage members of underrepresented groups in and out of the classroom; a lack of financial support for meeting such basic expenses as food, books, clothing, and travel expenses, particularly for lower-income domestic and international students; and a lack of adequate exposure in learning environments to diverse perspectives and attention to matters of social justice. These issues and others (such as a lack of physical accessibility in a number of Lehigh buildings) impeded our efforts to create an environment that is not fully inclusive. 
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In order to have a truly diverse and inclusive academic community, we must also work toward broadening participation for all members of our diverse communities. These include, but are not limited to, communities based on ethnicity, race, gender, sexual orientation and identification, class, economic circumstance, religion, disability status, geography, and military veteran status.

Furthermore, recognize the need to learn more about the prevalence of the concerns raised by students, faculty, staff and others in the Lehigh community so that we can set appropriate goals and measure progress. Thus, a priority for this calendar year, will be to collect comprehensive quantitative and qualitative information via the 2022 HEDS Diversity & Equity Campus Climate Survey. This survey will be given every two years and will be part of a larger set of initiatives over the coming year to address the very real challenges of inclusion.

March 21 – April 18




D&I Vision Statement

Lehigh University becomes the best example of 
an inclusive educational institution among 
colleges and universities in order to sustain 

and strengthen our status as a leading 
institution for education and research where 
our diverse community thrives and succeeds. 
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 We are confident that the investments we are making/have made, and will continue to make, to diversify our faculty and staff, in our advocacy centers and student support services will go a long way in making Lehigh University the best example of an inclusive educational institution among colleges and universities. 




Discussion?
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Thank you!




EAB (Formerly Education Advisory Board)

Embed EAB Across Major Project Milestones. 

• Project Kickoff – November 10, 2021
• Assemble an annotated list of cross-sector ‘must reads’ for the committee
• Educate cabinet and senior leadership on industry trends related to the DI&E

• Stakeholder Consultation
• Strategize with planning committee in advance of working group meetings
• Assess current practices against best practices to identify opportunity areas

• Action/Working Plan Development
• Convene working sessions on metric/KPI development to “fast-track” critical 

decisions for senior deliberation
• EAB researchers read and provide detailed feedback on metrics/KPIs

• Implementation Stages
• EAB researchers read and provide detailed feedback on draft action/working plan
• Map resources and implementation tools to final plan

• Troubleshooting and Follow-Up
• Respond to ongoing questions with targeted research, resources, and networking
• EAB experts join standing committee meetings to troubleshoot plan progress



Metric Development Process

Prioritized Metric Development

• CEC working groups develop metrics/KPI
• Prioritized Metrics

• Important to stated goals and objectives
• Easy to implement
• Identifiable path to success 

• Benchmark/Semi Annual Reporting
• Benchmarking data
• Captured on a regular basis

• Output Strategy
• Achievement of a practice or strategy to improve an 

outcomes based metric
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The list of proposed metrics from the CEC working groups were shared with EAB for their review. Those proposed metrics were broken out in three ways: Prioritized Metrics; Benchmark/Semi Annual Reporting; and Output-Strategy. 

The Prioritized Metrics reflect those institution level metrics from the committee's list that have been prioritized based on importance to our stated goals and objectives in the strategic plan. Furthermore, these metrics can be implemented with relative ease and have an identifiable path to success.  �
The Benchmark-Semi Annual Reporting is just as it is titled. These are data points that were put forward that are actually benchmarking data but do not share a specific goal for success or data points (eg, climate surveys). We will capture this data on a regular basis (eg, biannually or semiannually; however, we will mostly use these metrics for benchmarking.  �
The last Output-Strategy list reflects metrics that were put forward that actually are the achievement of a practice or strategy to improve an outcomes based metric, but should not be substituted for the metric itself. For example, "increase funding opportunities for research about inequities," This practice supports our metric to improve retention of BIPOC/URM faculty and staff. We will recommend implementation of these practices in support of our outcomes based metrics.
�



D,I &E Definitions

Diversity: The attributes, backgrounds and experiences 
of the students, faculty, staff and alumni that enhance 
the core mission of Lehigh University; to advance 
learning through the integration of teaching, research, 
and service to others.
Inclusion: The achievement of a work environment in 
which all individuals are treated fairly and respectfully, 
have equal access to opportunities and resources, and 
can contribute fully to the organization’s success.
Equity: Ensuring everyone has what they need to be 
successful.
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First, in order for us to become an antiracist institution, we must first establish clear definitions of diversity/equity/inclusion, racism/antiracism, racist/antiracist policies, racist/anti-racist ideas, and racist/anti-racist people. 

To begin, let’s define diversity, equity and inclusion.




Antiracist Definitions

Racism: A marriage of racist policies and racist ideas that produces and 
normalizes racial inequities. 
Racist policy: any measure that produces or sustains racial inequity 
between racial groups. 
Antiracist policy: any measure that produces or sustains racial equity 
between racial groups. 
Racist idea: any idea that suggests that one racial group is inferior or 
superior to another racial group in any way. 
Antiracist idea: any idea that suggests the racial groups are equal in all 
of there apparent differences.
Racist: Someone who is supporting a racist policy through their actions 
or inaction or expressing a racist idea. 
Antiracist: someone who is supporting an antiracist policy through 
their actions or expressing an antiracist idea.
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In talking about antiracism, I will begin by defining what I mean by racism. Racism is simply a marriage of racist policies and racist ideas that produces and normalizes racial inequities. So, what are racist policies and ideas?
 
A racist policy is any measure that produces or sustains racial inequity between racial groups. By policy I mean, written and unwritten laws, rules, procedures, processes, regulations, and guidelines that govern people. An antiracist policy is any measure that produces or sustains racial equity between racial groups.
 
A racist idea is any idea that suggests one racial group is inferior or superior to another racial group in any way. Racist ideas argue that the inferiorities and superiorities of racial groups explain racial inequities in society. An antiracist idea is any idea that suggests the racial groups are equals in all their apparent differences—that there is nothing right or wrong with any racial group.

Thus, when I refer to a racist person, I am referring to someone who is supporting a racist policy through their actions or inaction or expressing a racist idea. An antiracist person is someone who is supporting an antiracist policy through their actions or expressing an antiracist idea.

No one is born racist or antiracist; these result from the choices we make. Being antiracist results from a conscious decision to make frequent, consistent, equitable choices daily. These choices require ongoing self-awareness and self-reflection as we move through life. In the absence of making antiracist choices, we (un)consciously uphold aspects of white supremacy, white-dominant culture, and unequal institutions and society. Being racist or antiracist is not about who you are; it is about what you do.
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