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BOARD OF REGENTS 

DOCKET ITEM SUMMARY 
 

 
 
Board of Regents     October 14, 2022  
 
 
AGENDA ITEM:    Introductions  
     

 Review   Review + Action   Action   X Discussion  

 
 
 
 
PRESENTERS:    President Joan T.A. Gabel 
   
PURPOSE & KEY POINTS  
 
A. Vice President for Research 
 
The purpose of this item is to introduce Shashank Priya, the new Vice President for Research. 
 
Priya comes to the University from Pennsylvania State University, where he served as associate vice 
president for research and managed several strategic responsibilities of the research office. He was 
responsible for Penn State’s Strategic Interdisciplinary Research Office (SIRO), which oversaw the 
submission of large and complex proposals. Priya reorganized SIRO and doubled its size, resulting 
in increased submissions with high funding rates. He also managed the Commonwealth Campus 
Research Programs, a resource for faculty with initiating and conducting competitive research. 
 
Known for his enthusiasm for research and discovery, Priya seeded research activities across Penn 
State’s multiple campuses; grew international research partnerships with universities in Europe, 
Australia, and Asia; and worked with university-wide core facilities to develop plans for equipment 
needs. He also he organized faculty teams on developing new ideas and worked with them on 
securing funding. 
 
Priya holds a bachelor’s degree in math and physics from Allahabad University, an MA in 
metallurgy from the Indian Institute of Science, and a doctorate in materials engineering from 
Penn State. 
 
BACKGROUND INFORMATION  
 
As Vice President for Research, Shashank Priya is responsible for a $1+ billion research enterprise 
across all campuses and have responsibility for units that administer sponsored projects, research 
and regulatory compliance, and technology commercialization, as well as for 10 interdisciplinary 
academic centers and institutes and a growing corporate engagement portfolio for the University. 

 This is a report required by Board policy.      
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DRAFT 

Audit & Compliance Committee 
September 8, 2022 

Year 2022-23 
 

UNIVERSITY OF MINNESOTA 
BOARD OF REGENTS 

 
Audit & Compliance Committee 

September 8, 2022 
 

 
A meeting of the Audit & Compliance Committee of the Board of Regents was held on Thursday, 
September 8, 2022, at 8:00 a.m. in the Boardroom, 600 McNamara Alumni Center.  
 
Regents present: Mike Kenyanya, presiding; Mary Davenport, Darrin Rosha, Bo Thao-Urabe, Steve 
Sviggum, and Kodi Verhalen.   
 
Staff present: President Joan Gabel; Chancellor Mary Holz-Clause; Acting Chancellor Janet Schrunk 
Ericksen; Executive Vice President and Provost Rachel Croson; Vice President Bernard Gulachek; 
Executive Director Brian Steeves; Chief Auditor Quinn Gaalswyk; and Associate Vice President 
Michael Volna.  
 
Student Representatives present: Gabriel Richardson and Brandon Yang.  
 
The docket materials for this meeting are available here.  
 
 

2022-2023 COMMITTEE WORK PLAN 
 

Regent Kenyanya and Chief Auditor Quinn Gaalswyk reviewed the 2022-23 Committee Work Plan, 
as detailed in the docket.  
 
The docket materials for this item begin on page 3. The closed captioned video of this item is 
available here.  
 
 

UMTC ATHLETICS COMPLIANCE PROGRAM 
 

Regent Kenyanya invited Jeremiah Carter, Director of Athletics Compliance Program, to discuss the 
Twin Cities campus Athletics Compliance Program, as detailed in the docket.  
 
The docket materials for this item begin on page 8. The closed captioned video of this item is 
available here.  
 
 

INFORMATION ITEMS 
 

Chief Auditor Quinn Gaalswyk referred the committee to the information items in the docket: 
 

• Engagements Less Than $100,000 Requiring After-the-Fact Reporting 
 
The docket materials for this item begin on page 29. The closed captioned video of this item is 
available here.  
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The meeting adjourned at 9:10 a.m.   
 
 

 BRIAN R. STEEVES 
       Executive Director and  
       Corporate Secretary 

Page 5 of 119



Litigation Review Committee 
September 8, 2022 

Year 2022-23 
 

UNIVERSITY OF MINNESOTA 
BOARD OF REGENTS 

 
Litigation Review Committee 

September 8, 2022 
 
A meeting of the Litigation Review Committee of the Board of Regents was held on Thursday, 
September 8, 2022, at 8:00 a.m. in the Hail! Minnesota Conference Room, 600 McNamara Alumni 
Center. 
 
Regents present: Douglas Huebsch, presiding; James Farnsworth, Janie Mayeron, Ruth Johnson, and 
Tadd Johnson.  
 
Staff present: General Counsel Douglas Peterson, and Executive Director Brian Steeves. 
 
Others present: Greg Brown, Sarah Dirksen, Myron Frans, Carrie Ryan Gallia, Lawrence Kolodney, 
Patrick McElhinny, Eric Olson, Dan Piper, Brian Slovut, Mike Volna, and William Woodford 
 
The docket materials for this meeting are available here.  
 
 

RESOLUTION TO CONDUCT NON-PUBLIC MEETING 
OF THE LITIGATION REVIEW COMMITTEE 

 
The meeting convened in public session at 8:00 a.m. A motion was made and seconded that the 
following resolution be adopted: 
 

WHEREAS, based on advice of the General Counsel, the Board of Regents Litigation 
Review Committee has balanced the purposes served by the Open Meeting Law and by the 
attorney-client privilege, and determined that there is a need for absolute confidentiality to 
discuss litigation strategy in particular matters involving the University of Minnesota. 

 
NOW, THEREFORE, BE IT RESOLVED, that in accordance with Minn. Stat. § 13D.01, 

Subd. 3 and 13D.05 Subd. 3(b), a non-public meeting of Litigation Review Committee be held on 
Thursday, September 8, 2022 at 8:00 a.m. in the Hail! Minnesota Conference Room, 600 
McNamara Alumni Center, for the purpose of discussing attorney-client privileged matters 
including the following: 

 
I. BioIndustrial Manufacturing and Design Ecosystem (“BioMADE”) 
 
II. Regents of the University of Minnesota v. AT&T, et al. 
 
III. Regents of the University of Minnesota v. LSI Corporation and Avago Technologies 

U.S., Inc. 
 

The committee voted unanimously to adopt the resolution and the public portion of the 
meeting ended at 8:02 a.m. 
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Litigation Review Committee 
September 8, 2022 

The meeting adjourned at 8:58 a.m. 
 
 

 BRIAN R. STEEVES 
       Executive Director and  
       Corporate Secretary 
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UNIVERSITY OF MINNESOTA 
BOARD OF REGENTS 

 
Mission Fulfillment Committee 

September 8, 2022 
 

 
A meeting of the Mission Fulfillment Committee of the Board of Regents was held on Thursday, 
September 8, 2022 at 9:15 a.m. in the Boardroom, 600 McNamara Alumni Center.  
 
Regents present: Mary Davenport, presiding; James Farnsworth, Doug Huebsch, Ruth Johnson, Tadd 
Johnson, Mike Kenyanya, Darrin Rosha, Steve Sviggum, Bo Thao-Urabe, and Kodi Verhalen.  
  
Staff present: President Joan Gabel; Chancellors Lori Carrell and Mary Holz-Clause; Interim 
Chancellor David McMillan; Acting Chancellor Janet Schrunk Ericksen; Executive Vice President and 
Provost Rachel Croson; Vice President Bernard Gulachek; General Counsel Douglas Peterson; and 
Chief Auditor Quinn Gaalswyk.   
 
Student Representatives present: Sara Davis and Riley Tuft.   
 
The docket materials for this meeting are available here.  
 
 

2022-23 COMMITTEE WORK PLAN  
 
Regent Davenport and Executive Vice President and Provost Croson reviewed the 2022-23 
Committee Work Plan, as detailed in the docket.  
 
The docket materials for this item begin on page 3. The closed captioned video of this item is 
available here.  
 
 

PROGRESS TOWARD MPACT 2025 ENROLLMENT GOALS: CROOKSTON 
 

Regent Davenport invited Executive Vice President and Provost Croson and Mary Holz-Clause, 
Chancellor, Crookston campus, to discuss progress toward MPact 2025 enrollment goals, as 
detailed in the docket.  
 
The docket materials for this item begin on page 6. The closed captioned video of this item is 
available here.  
 
Regent Davenport recessed the meeting at 10:27 a.m.   
 

 
BUILDING A STRONGER MINNESOTA THROUGH EXTENSION 

 
Regent Davenport reconvened the meeting at 10:40 a.m. and invited Beverly Durgan, Dean of 
University of Minnesota Extension, and Lily Krona, a student from the University of Minnesota 
Crookston, to discuss statewide Extension efforts, as detailed in the docket.  
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Mission Fulfillment Committee 
September 8, 2022 

The docket materials for this item begin on page 37. The closed captioned video of this item is 
available here.  
 
 

ANNUAL REPORT ON ACADEMIC PROGRAM CHANGES 
 

Regent Davenport invited Executive Vice President and Provost Croson to present the annual 
report on academic program changes, as detailed in the docket.  
 
The docket materials for this item begin on page 65. The closed captioned video of this item is 
available here.  

 
 

CONSENT REPORT 
 
Executive Vice President and Provost Croson presented the revised Consent Report, as detailed in 
the docket. 
 
The docket materials for this item begin on page 90. The closed captioned video of this item is 
available here. 
 
Request for Approval of New Academic Programs 
 

• Medical School (Twin Cities Campus)—requests approval to create a fellowship in Cell 
Therapy and Regenerative Medicine (CTRM) 

• Crookston Campus—requests approval to create the NXT GEN AG undergraduate Certificate 
 
Request for Approval of Changed Academic Programs 
 

• College of Education and Human Development (Twin Cities Campus)—requests approval to 
add a completely online delivery modality option in the PK-12 Administration Post 
Baccalaureate Certificate 

• College of Food, Agriculture, and Natural Resource Sciences (Twin Cities Campus)— 
requests approval to add a completely online delivery modality option undergraduate 
Horticulture minor 

• College of Food, Agriculture, and Natural Resource Sciences (Twin Cities Campus)— 
requests approval to add a completely and partially online delivery modality option 
undergraduate Insect Science minor 

• College of Liberal Arts (Twin Cities Campus)—requests approval to discontinue the subplan 
options in the Global Studies Bachelor of Arts degree 

• College of Liberal Arts (Twin Cities Campus)—requests approval to change the name of the 
undergraduate minor in Mass Communication to Media and Information Studies 

• College of Science and Engineering (Twin Cities Campus)—requests approval to discontinue 
the business and management, product design, and interdisciplinary design subplans in the 
Computer Engineering B. Comp E. and Electrical Engineering B.E.E. 

• College of Pharmacy (Twin Cities Campus)—requests approval to change the academic and 
administrative home of the Center for Allied Health Programs (CAHP) degree programs 
from Academic Health Sciences to the College of Pharmacy (CoP) 

 
  

Page 9 of 119

https://youtu.be/QEftPdKB-To?t=5137
https://youtu.be/QEftPdKB-To?t=7721
https://youtu.be/QEftPdKB-To?t=8570


 DRAFT 

Mission Fulfillment Committee 
September 8, 2022 

Request for Approval of Discontinued Academic Programs  
 

• College of Food, Agriculture, and Natural Resource Sciences (Twin Cities Campus)— 
requests approval to discontinue the Risk Analysis for Introduced Species and Genotypes 
graduate minor 

• College of Veterinary Medicine (Twin Cities Campus)—requests approval to discontinue the 
Integrated Food Systems Leadership Post-Baccalaureate Certificate 

 
Request for Conferral of Tenure for New Hires 
 

• David Favero, associate professor with tenure, School of Mathematics, College of Science 
and Engineering 

• Michael Latham, associate professor with tenure, Department of Biochemistry, Molecular 
Biology, and Biophysics, Medical School 

• Mohammadali Maddah-ali, associate professor with tenure, Department of Electrical and 
Computer Engineering, College of Science and Engineering 

• David Quinn, associate professor with tenure, Department of Organizational Leadership, 
Policy and Development, College of Education and Human Development 

• Erich Sommerfeldt, associate professor with tenure, Hubbard School of Journalism and 
Mass Communication, College of Liberal Arts 

 
Request to Grant Continuous Appointment to External Hire 
 

• David Cleveland, clinical professor with continuous appointment, Law School 
 
A motion was made and seconded, and the committee voted unanimously to recommend approval 
of the revised Consent Report.  
 
 

INFORMATION ITEMS 
 
Executive Vice President and Provost Croson referred the committee to the information items in the 
docket. 
 
The docket materials for this item begin on page 102. The closed captioned video of this item is 
available here. 
 
 
The meeting adjourned at 11:40 a.m.  
 
 

 BRIAN R. STEEVES 
       Executive Director and  
       Corporate Secretary 
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UNIVERSITY OF MINNESOTA 
BOARD OF REGENTS 

 
Finance & Operations Committee 

September 8, 2022 
 
 
A meeting of the Finance & Operations Committee of the Board of Regents was held on Thursday, 
September 8, 2022, at 1:45 p.m. in the Boardroom, 600 McNamara Alumni Center.  
 
Regents present: Douglas Huebsch, presiding; Mary Davenport, James Farnsworth, Ruth Johnson, 
Tadd Johnson, Mike Kenyanya, Darrin Rosha, Steven Sviggum, Bo Thao-Urabe, and Kodi Verhalen. 
 
Staff present: President Joan Gabel; Chancellors Lori Carrell and Mary Holz-Clause; Interim 
Chancellor David McMillan; Acting Chancellor Janet Schrunk Ericksen; Executive Vice President and 
Provost Rachel Croson; Senior Vice President Myron Frans; Vice Presidents Bernard Gulachek, 
Kenneth Horstman, Matt Kramer, and Julie Tonneson; General Counsel Douglas Peterson; Executive 
Director Brian Steeves; Chief Auditor Quinn Gallswyk; and Associate Vice Presidents Stuart Mason 
and Michael Volna. 
 
Student Representatives present: Hal Johnson and Nicholas Wallenhorst. 
 
The docket materials for this meeting are available here.  
 
 

2022-23 COMMITTEE WORK PLAN 
 
Regent Huebsch and Senior Vice President Frans outlined the committee’s work plan for 2022-23, 
as detailed in the docket. 
 
The docket materials for this item begin on page 4. The closed captioned video of this item is 
available here. 
 
 

PRESIDENT’S RECOMMENDED FY 2024-25 BIENNIAL BUDGET REQUEST 
 
Regent Huebsch invited President Gabel, Senior Vice President Frans, and Vice President Tonneson 
to review the President’s recommended FY 2024-25 Biennial Budget Request, as detailed in the 
docket. 
 
The docket materials for this item begin on page 9. The closed captioned video of this item is 
available here. 
 
 

PRESIDENT’S RECOMMENDED 2022 SIX-YEAR CAPITAL PLAN 
 
Regent Huebsch invited Senior Vice President Frans to review the President’s recommended 2022 
Six-Year Capital Plan, as detailed in the docket. 
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The docket materials for this item begin on page 29. The closed captioned video of this item is 
available here. 
 
Huebsch recessed the meeting at 2:45 p.m. 
 
 

OVERVIEW OF THE 2021 EMPLOYEE ENGAGEMENT SURVEY 
 
Regent Huebsch called the meeting to order at 2:56 p.m. and invited Vice President Horstman and 
Brandon Sullivan, Senior Director, Talent Strategy, to provide an overview of the 2021 Employee 
Engagement Survey, as detailed in the docket. 
 
The docket materials for this item begin on page 70. The closed captioned video of this item is 
available here. 
 
Regent Thao-Urabe left the meeting.  
 
 

RESOLUTION RELATED TO STRATEGIC PROPERTY PLANNING 
 
Regent Huebsch and Senior Vice President Frans presented for review and action the resolution 
related to strategic property planning, as detailed in the docket: 
 
The docket materials for this item begin on page 90. The closed captioned video of this item is 
available here. 
 
A motion was made and seconded, and the committee voted unanimously to recommend approval 
of the resolution related to strategic property planning.  
 
 

REAL ESTATE TRANSACTIONS 
 
Regent Huebsch invited Senior Vice President Frans and Assistant Vice President to present for 
review and action the following real estate transactions, as detailed in the docket: 
 

A. Purchase of 512 Ontario St. SE, Minneapolis, MN (Twin Cities campus) 
B. Purchase of 639 Erie St. SE, Minneapolis, MN (Twin Cities campus) 

The docket materials for this item begin on page 93. The closed captioned video of this item is 
available here. 
 
A motion was made and seconded and the committee voted unanimously to recommend approval 
of the purchase of 512 Ontario St. SE, Minneapolis, MN.  
 
A motion was made and seconded and the committee voted unanimously to recommend approval 
of the purchase of 639 Erie St. SE, Minneapolis, MN.  
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CONSENT REPORT 
 
Regent Huebsch invited Senior Vice President Frans and Tim McCleary, Senior Associate Athletic 
Director, Twin Cities campus, to present the Consent Report, as detailed in the docket. 
 
The docket materials for this item begin on page 113. The closed captioned video of this item is 
available here. 
 
Purchase of Goods and Services $1,000,000 and Over 
 

• To Computer Concepts and Systems Inc., Creative Business Solutions, and Total Solutions 
Group for an estimated $950,000 for IT support services contracts to support the Auxiliary 
Services application environment as needed for Auxiliary Services (Twin Cities) for the 
period of October 1, 2022 through September 30, 2024, with optional contract extensions 
through September 30, 2026 for an additional estimated $950,000. Total contract value, if 
all options are exercised, would be an estimated $1,900,000. These services are budgeted, 
and the source of funds is Auxiliary Services departmental funds. Computer Concepts and 
Systems Inc., Creative Business Solutions, and Total Solutions Group were selected as the 
result of a competitive Request for Proposal (RFP) conducted by Purchasing Services. Six 
suppliers responded to the RFP, three were targeted businesses. 

 
• To Daktronics for $5,728,430 for LED Video Board Equipment and Installation Services for 

Huntington Bank Stadium for the Department of Intercollegiate Athletics – Twin Cities (ICA) 
for the period of September 10, 2022 through August 31, 2023. The purchase will be funded 
with a combination of philanthropy, sponsorships, and University commercial paper. 
Daktronics was selected as the result of a competitive Request for Proposal (RFP) 
conducted by Purchasing Services. Seven suppliers responded to the RFP and none were a 
targeted business. 
 

• To Huron Consulting Group for an additional $3,550,000 for consulting services for the 
period of September 19, 2022 to June 30, 2023 to complete the PEAK Initiative (Positioned 
for Excellence, Alignment, and Knowledge) on all campuses. Services are for Phase 1 
implementation that will focus on transitioning services for a specific set of academic units, 
administrative units, and system campuses and prepare for the Phase 2 transition of the 
second group of academic and administrative units. Funding will be provided from amounts 
approved in the FY23 budget for PEAK. Huron Consulting Group was selected as the result 
of a competitive Request for Proposal (RFP) conducted by Purchasing Services in November 
2020. At that time, seven suppliers responded to the RFP and one was a targeted business. 

 
• To Lyra Health for an estimated $1,771,880 to provide employee assistance program 

services systemwide through the University of Minnesota Office of Human Resources’ Total 
Rewards program for the period of January 1, 2023 through December 31, 2025 with 
optional contract extensions through December 31, 2029 for an additional estimated 
$3,746,810. Total contract value if all options are exercised would be an estimated 
$5,518,690. The contract will be funded on an annual basis out of the fringe benefits pool 
recoveries. Lyra Health was selected as the result of a competitive Request for Proposal 
(RFP) conducted by Purchasing Services. 11 suppliers responded to the RFP and three were 
targeted businesses. 

 
• To Metro First Call for $1,350,000 for donor transportation services for the Anatomy 

Bequest Program (Twin Cities) for the period of September 15, 2022 through September 14, 
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2027. The source of funds will be external and internal sales. Donor transportation 
expenses are built into Anatomy Bequest Program rates and study transportation expenses 
are a pass-through to the customer. Metro First Call was selected as the result of a 
competitive Request for Proposal (RFP) conducted by Purchasing Services. Metro First Call 
was the only respondent to the RFP. 

 
• To Ottertail-Minn Dakota for $1,300,000 for charter transportation services for University 

of Minnesota Crookston Athletics for the period of September 12, 2022 through August 15, 
2027. The cost of team travel will be paid with funds from each team's department budget 
and is included in the annual budget for the next five years. Ottertail-Minn Dakota was 
selected as the result of a competitive Request for Proposal (RFP) conducted by Purchasing 
Services. Ottertail-Minn Dakota was the only respondent to the RFP. 

 
• To PIER Group for an estimated $1,001,226 for a high-performance storage system for the 

Minnesota Supercomputing Institute (Twin Cities). The new system will be purchased using 
funds from the MnDRIVE Initiative, in keeping with its focus on enabling data-intensive 
research. PIER Group was selected as the result of a competitive Request for Proposal (RFP) 
conducted by Purchasing Services. Three suppliers responded to the RFP and two were 
targeted businesses. 

 
• To Roth IAMS for $2,244,842 for enterprise Facility Condition Assessment (FCA) and Utility 

Condition Assessment (UCA) services covering 625 buildings and 32 million gross square 
feet and corresponding Utility Infrastructure, and a software solution for managing all 
current and future FCA and UCA information systemwide for the period of September 13, 
2022 through December 31, 2026. Basic services (Assessments and Software 
implementation and licensing for a 5-year period) total $2,244,842. University Services’ 
Facilities Management will fund the Twin Cities assessments and software, supplemented 
by central funds for non-Twin Cities facilities and utilities, and internal Twin Cities auxiliary 
partners for their respective facilities. Roth IAMS was selected as the result of a competitive 
Request for Proposal (RFP) conducted by Purchasing Services. Seven suppliers responded 
to the RFP and one was a targeted business. 

 
• To Sasaki Associates, Inc. for $500,000 to prepare an integrated campus and climate action 

plan for each of the Duluth, Rochester, Crookston, and Morris campuses for the Department 
of Planning, Space, and Real Estate for the period of September 15, 2022 through June 30, 
2023 with optional contract extensions through October 31, 2025 for an additional 
$1,000,000.  The total contract value, if all options are extended, would be $1,500,000. The 
fee to support this service has been budgeted for the current and next fiscal years. Given 
this work only happens once every 10-15 years, using non-recurring funds is appropriate. 
The source of funds is expected to be balances from within University Services or Central 
Reserves. Sasaki Associates was selected as the result of a competitive Request for Proposal 
(RFP) conducted by Purchasing Services. Six suppliers responded to the RFP and none were 
a targeted business. 
 

Capital Improvement Budget Amendment  
 

• Smith Hall: Rooms 17 and 35 Modifications, Twin Cities campus 
 
Employment Agreement 

 
• Forrest Karr, Athletic Director, Duluth campus 
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A motion was made and seconded to approve the Consent Report.  
 
Regent Rosha requested a roll call vote. The vote was as follows: 
 

Regent Davenport  Yes 
Regent Farnsworth Yes 
Regent R. Johnson  Yes 
Regent T. Johnson  Yes 
Regent Kenyanya   Yes 
Regent Powell   Absent 
Regent Rosha    Abstain 
Regent Sviggum   Yes 
Regent Thao-Urabe Absent 
Regent Verhalen   Yes 
Regent Mayeron  Absent 
Regent Huebsch  Yes 
 

 
On a vote of 8-0 with one abstention, the committee voted unanimously to recommend approval of 
the Consent Report. 
 
 

INFORMATION ITEMS 
 
Regent Huebsch invited Senior Vice President Frans to discuss the information items in the docket: 
 

• Central Reserves General Contingency Allocations 
• Capital Finance and Debt Management Report 

 
The docket materials for this item begin on page 143. The closed captioned video of this item is 
available here. 
 
 

RESOLUTION TO CONDUCT NON-PUBLIC MEETING OF THE FINANCE & OPERATIONS 
COMMITTEE PURSUANT TO MINNESOTA STATUTES SECTION 13D.05, SUBDIVISION 3(C)(3) 

 
A motion was made and seconded that the following resolution be adopted: 
 

WHEREAS, based on advice of the General Counsel, the Board of Regents has balanced 
the purposes served by the Open Meeting Law and determined that there is a need to review 
confidential or protected nonpublic real estate data involving the University of Minnesota. 

 
NOW, THEREFORE, BE IT RESOLVED, that in accordance with Minn. Stat. § 13D.01, 

Subd. 3 and 13D.05 Subd. 3(c), a non-public meeting of the Finance & Operations Committee be 
held on Thursday, September 8, 2022, in the Boardroom, 600 McNamara Alumni Center, for the 
purpose of developing or considering offers or counteroffers for the sale of the following real 
property: 

 
• approximately 280 acres at UMore Park for Light Industrial Development bounded by 

Audrey Avenue to the west, Blaine Avenue to the east, and County Rd 42 to the north. 
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Regent Huebsch noted that Regent Verhalen was recusing herself from the discussion. Regent 
Verhalen left the meeting.  
 
The committee voted unanimously to adopt the resolution and the public portion of the meeting 
ended at 4:14 p.m. 
 
The docket materials for this item begin on page 164. The closed captioned video of this item is 
available here. 
 
Regents present for the non-public portion: Douglas Huebsch, presiding; Mary Davenport, James 
Farnsworth, Ruth Johnson, Tadd Johnson, Mike Kenyanya, Darrin Rosha, and Steven Sviggum.  
 
Staff present for the non-public portion: President Joan Gabel; Senior Vice President Myron Frans; 
Vice President Matt Kramer; General Counsel Douglas Peterson; Executive Director Brian Steeves; 
and Associate Vice President Michael Volna. 
 
Others present for the non-public portion: William Haldeman, Leslie Krueger, Jason Langworthy, 
Dan Piper, and Elizabeth Zamzow. 
 
 
The meeting adjourned at 4:34 p.m. 
 
 

  BRIAN R. STEEVES 
              Executive Director and  
              Corporate Secretary 
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UNIVERSITY OF MINNESOTA 
BOARD OF REGENTS 

 
Governance & Policy Committee 

September 9, 2022 
 
 
A meeting of the Governance & Policy Committee of the Board of Regents was held on Friday, 
September 9, 2022, at 8:00 a.m. in the Boardroom, 600 McNamara Alumni Center. 
 
Regents present: Kodi Verhalen, presiding; Mary Davenport, James Farnsworth, Douglas Huebsch, 
Ruth Johnson, Tadd Johnson, Mike Kenyanya, Janie Mayeron, Darrin Rosha, Steven Sviggum, and Bo 
Thao-Urabe. 
 
Staff present: President Joan Gabel; Chancellors Lori Carrell and Mary Holz-Clause; Interim 
Chancellor David McMillan; Acting Chancellor Janet Schrunk Ericksen; Executive Vice President and 
Provost Rachel Croson; Senior Vice President Myron Frans; Vice President Matt Kramer; General 
Counsel Douglas Peterson; Executive Director Brian Steeves; and Chief Auditor Quinn Gaalswyk. 
 
The docket materials for this meeting are available here.  
 
 

2022-23 COMMITTEE WORK PLAN 
 
Regent Verhalen and Executive Director Steeves outlined the 2022-23 Committee Work Plan, as 
detailed in the docket. 
 
The docket materials for this item begin on page 3. The closed captioned video of this item is 
available here.  
 
 

OVERVIEW OF BOARD PUBLIC ENGAGEMENT 
 
Regent Verhalen invited Executive Director Steeves and Maggie Flaten, Communications & 
Engagement Manager, to present an overview of the Board’s public engagement, as detailed in the 
docket. 
 
The docket materials for this item begin on page 6. The closed captioned video of this item is 
available here. 
 
Regent Mayeron left the meeting. 
 
 

INFORMATION ITEMS 
 
Regent Verhalen invited Executive Director Steeves to discuss the information items in the docket: 
 

• Completed Comprehensive Review of Board Policy 
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The docket materials for this item begin on page 25. The closed captioned video of this item is 
available here. 
 
 
The meeting adjourned at 9:11 a.m.  
 

 BRIAN R. STEEVES 
       Executive Director and  
       Corporate Secretary 
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Year 2022-23 
 

UNIVERSITY OF MINNESOTA 
BOARD OF REGENTS 

 
Board of Regents 

September 9, 2022 
 
 
A meeting of the Board of Regents of the University of Minnesota was held on Friday, September 9, 
2022, at 9:24 a.m. in the Boardroom, 600 McNamara Alumni Center. 
 
Regents present: Steven Sviggum, presiding; Mary Davenport, James Farnsworth, Douglas Huebsch, 
Ruth Johnson, Tadd Johnson, Mike Kenyanya, Darrin Rosha, Bo Thao-Urabe, and Kodi Verhalen. 
 
Staff present: President Joan Gabel; Chancellors Lori Carrell and Mary Holz-Clause; Interim 
Chancellor David McMillan; Acting Chancellor Janet Schrunk Ericksen; Executive Vice President and 
Provost Rachel Croson; Senior Vice President Myron Frans; Vice Presidents Mercedes Ramírez 
Fernández, Kenneth Horstman, and Matt Kramer; General Counsel Douglas Peterson; Executive 
Director Brian Steeves; and Chief Auditor Quinn Gallswyk.  
 
The docket materials for this meeting are available here. 
 
 

OATH OF OFFICE: NEWLY APPOINTED REGENT 
 
The Honorable Judge Tracy Smith, Court of Appeals, administered the oath of office to Regent Tadd 
Johnson. 
 
The closed captioned video of this item is available here.  

 
 

INTRODUCTIONS 
 

The following individual was introduced to the Board:  
 

• Mercedes Ramírez Fernández, Vice President for Equity & Diversity. 
 
The docket materials for this item begin on page 3. The closed-captioned video of this item is 
available here.  
 
 

APPROVAL OF MINUTES 
 
The Board voted unanimously to approve the following minutes as presented in the docket 
materials:  
 

Board of Regents – July 13, 2022 
 
The docket materials for this item begin on page 4. The closed-captioned video of this item is 
available here.  
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REPORT OF THE PRESIDENT 
 

President Gabel delivered the report of the President.  
 
The docket materials for this item begin on page 17. The closed-captioned video of this item is 
available here.  
 
 

REPORT OF THE CHAIR 
 
Regent Sviggum delivered the report of the Chair.  
 
The docket materials for this item begin on page 18. The closed-captioned video of this item is 
available here.  
 

RECEIVE AND FILE REPORTS 
 
Regent Sviggum noted the receipt and filing of reports, as described in the docket materials, 
including: 
 

• Summary of Expenditures for the Office of the President, Eastcliff, and the Office of the 
Board of Regents 

 
The docket materials for this item begin on page 19. The closed-captioned video of this item is 
available here.  
 
 

CONSENT REPORT 
 
Regent Sviggum presented for review and action the Consent Report as described in the docket 
materials, including: 
 

• Gifts 
• Report of the Namings Committee 
• Recognition of Recusal 

 
The docket materials for this item begin on page 23. The closed-captioned video of this item is 
available here.  
 
Regent Verhalen recused herself from participation in the item and the vote. 
 
A motion was made and seconded, and the Board voted unanimously to approve the Consent 
Report. 
 
 

ANNUAL REPORT ON TWIN CITIES INTERCOLLEGIATE ATHLETICS 
 
Regent Sviggum invited President Gabel, Mark Coyle, Director of Athletics, Twin Cities campus and 
Tim McCleary, Associate Athletic Director/Chief Financial Officer, Twin Cities campus, to present 
the annual report on Twin Cities Intercollegiate Athletics, as detailed in the docket.  
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The docket materials for this item begin on page 34. The closed captioned video of this item is 
available here. 
 
Sviggum recessed the meeting at 10:48 a.m. 
 
 

ANNUAL REPORT OF THE UNIVERSITY OF MINNESOTA FOUNDATION 
 
Regent Sviggum reconvened the meeting at 10:52 a.m. and invited President Gabel and Kathleen 
Schmidlkofer, CEO and President, University of Minnesota Foundation, to present the annual report 
of the University of Minnesota Foundation, as detailed in the docket.   
 
The docket materials for this item begin on page 51. The closed-captioned video of this item is 
available here. 
 
 

UMTC PUBLIC SAFETY UPDATE 
 
Regent Sviggum invited President Gabel, Senior Vice President Frans, Vice President Kramer, and 
Matt Clark, Chief of Police, Department of Public Safety, to provide an update on Twin Cities campus 
public safety, as detailed in the docket.   
 
The docket materials for this item begin on page 72. The closed-captioned video of this item is 
available here. 
 
 

REPORT OF THE AUDIT & COMPLIANCE COMMITTEE 
 
Regent Kenyanya, chair of the committee, reported that the committee did not act on any items this 
month. 
 
The committee docket materials can be found here. The closed captioned video of this item is 
available here. 
 
 

REPORT OF THE LITIGATION REVIEW COMMITTEE 
 
Regent Huebsch, chair of the committee, reported that pursuant to notice sent by the University, the 
Litigation Review Committee met on September 8, 2022. At this meeting, a resolution was 
considered and adopted that authorized the closing of the meeting. In the closed meeting, 
discussion was held on matters subject to the attorney-client privilege. 
 
The committee docket materials can be found here. The closed-captioned video of this item is 
available here. 
 
 

REPORT OF THE MISSION FULFILLMENT COMMITTEE 
 
Regent Davenport, chair of the committee, provided the report of the Mission Fulfillment 
Committee.  
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The committee docket materials can be found here. The closed-captioned video of this item is 
available here. 
 
Davenport reported that the committee voted unanimously to recommend the following items 
 

1) Approval of the revised Consent Report for the Mission Fulfillment Committee as presented 
to the committee and described in the September 8, 2022 committee minutes.  
 

A motion was made, and the Board voted unanimously to approve the recommendation included in 
the report of the Mission Fulfillment Committee. 
 
 

REPORT OF THE FINANCE & OPERATIONS COMMITTEE 
 
Regent Huebsch, vice chair of the committee, provided the report of the Finance & Operations 
Committee.  
 
The committee docket materials can be found here. The closed-captioned video of this item is 
available here. 
 
Huebsch reported that the committee voted unanimously with one abstention to recommend 
approval of the Consent Report.  
 
A motion was made to approve the Consent Report. Sviggum directed that a roll call vote be taken. 
The vote was as follows: 
 

Regent Davenport  Yes 
Regent Farnsworth Yes 
Regent Huebsch  Yes 
Regent R. Johnson  Absent 
Regent T. Johnson  Yes 
Regent Kenyanya   Yes 
Regent Mayeron   Absent 
Regent Rosha   Abstain 
Regent Thao-Urabe Yes 
Regent Verhalen   Yes 
Regent Powell  Absent 
Regent Sviggum   Yes 

 
On a vote of 8-0 with one abstention, the Consent Report was approved. 
 
Huebsch reported that the committee voted unanimously to recommend the remaining items in the 
committee report as follows: 
 

1) Approval of the resolution related to strategic property planning. The resolution is as 
follows: 

 
WHEREAS, the Board of Regents (Board) has adopted guiding principles for the 

acquisition and disposition of property (guiding principles) as codified in Board of Regents 
Policy: Real Estate and Facilities; and 
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WHEREAS, those guiding principles direct the University of Minnesota (University) to 
consider the acquisition and disposition of property within the context of the University’s 
mission and the impact those properties can have on the future of the University; and 

 
WHEREAS, the MPact 2025 Systemwide Strategic Plan, Commitment 5: Fiscal 

Stewardship directs the president to establish a land retention, acquisition, and use strategy 
to maximize the University’s property resources. 

 
NOW, THEREFORE, BE IT RESOLVED that the Board directs the president to establish a 

systemwide Strategic Property Planning Workgroup (workgroup) and charge it with using 
the guiding principles to determine potential properties for either acquisition or 
disposition. 

 
BE IT FURTHER RESOLVED that the workgroup shall make recommendations on an 

ongoing basis to the president and the president shall recommend to the Board those 
properties requiring Board approval. 

 
BE IT FURTHER RESOLVED that the president or delegate shall update the Finance & 

Operations Committee on the workgroup’s progress at the June 2023 meeting and 
thereafter as a component of the annual Strategic Facilities and Real Estate Report. 

 
BE IT FURTHER RESOLVED that the Board establishes an Eastcliff Property Task Force 

(task force) that is charged with considering the retention or disposition of the property in 
alignment with the guiding principles. The Board appoints the following individuals to the 
task force: 

 
• Regent Mary Davenport, chair 
• Senior Vice President Myron Frans 
• Vice President Matt Kramer 
• President and CEO Kathy Schmidlkofer 
• Associate Vice President Bill Paulus 

 
BE IT FURTHER RESOLVED that the task force shall be staffed by the Office of the Board 

of Regents and report its recommendation to the Board at the December 2022 meeting. The 
task force is an advisory group to the Board without any delegated authority from the Board 
and its meetings are not required to be open under the Minnesota Open Meeting Law. 

 
2) Approval of the purchase of 512 Ontario St. SE, Minneapolis for the Twin Cities campus. 

 
3) Approval of the purchase of 639 Erie St. SE, Minneapolis for the Twin Cities campus.  

 
A motion was made, and the Board voted unanimously to approve the remaining three 
recommendations included in the report of the Finance & Operations Committee. 
 
 

REPORT OF THE GOVERNANCE & POLICY COMMITTEE 
 
Regent Verhalen, chair of the committee, reported that the committee did not act on any items this 
month. 
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The committee docket materials can be found here. The closed captioned video of this item is 
available here. 
 
 
 
The meeting adjourned at 12:06 p.m.  
 

 BRIAN R. STEEVES 
       Executive Director and  
       Corporate Secretary 
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BOARD OF REGENTS 

DOCKET ITEM SUMMARY 
 
 

  
Board of Regents October 14, 2022 
 
 
AGENDA ITEM:   Report of the President 
     

 Review   Review + Action   Action   X Discussion  

 
 
 
 
PRESENTERS:     President Joan T.A. Gabel 
 
PURPOSE & KEY POINTS  
 
It is customary for the President to report on items of interest to the University community at each 
Board meeting. 
 

 This is a report required by Board policy.      
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DOCKET ITEM SUMMARY 
 
 

 
Board of Regents October 14, 2022 
 
 
AGENDA ITEM:   Report of the Chair 
     

 Review   Review + Action   Action   X Discussion  

 
 
 
 
PRESENTERS:   Regent Kendall J. Powell 
 
PURPOSE & KEY POINTS  
 
It is customary for the Chair to report on items of interest to the University community at each 
Board meeting. 
 

 This is a report required by Board policy.      
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DOCKET ITEM SUMMARY 
 
 

 
Board of Regents October 14, 2022 
 
 
AGENDA ITEM:   Receive & File Reports 
     

 Review   Review + Action   Action   X Discussion  

 
 
 
 
PRESENTERS:     Regent Kendall J. Powell 
 
PURPOSE & KEY POINTS  
 
The following item is included for receipt and filing: 
 

A. Annual Report on Legal Matters  

X This is a report required by Board policy.      
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Front Row. Duluth: Champ the Bulldog | Twin Cities: Goldy Gopher  
Back Row. Morris: Pounce the Cougar | Rochester: Rockie the Raptor | 
Crookston: Regal the Golden Eagle
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Mission of the Office of the General Counsel

To Safeguard the constitutional authority of the Board of Regents 
and those who act on its behalf to govern the University

To Represent the University in adversarial forums zealously and in 
accordance with the highest standards of integrity and ethics

To Protect the University’s legal interest in all transactions, thereby 
protecting the investment of the citizens of Minnesota in the University

To Provide legal services and counsel to University officials so that all 
the institution’s activities comply with applicable laws and University 
policies

To Protect the principles of due process in the University’s treatment 
of faculty, staff and students and all other members of the University 
community
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Fall 2021 
Students and 
Faculty and 

Staff

42,212 
undergraduate students 

12,536 
graduate students 

4,243 
professional students 

7,504
non-degree seeking 

students 

5,358
international students

26,218
 employees

4,702 
faculty

U of M Impact 
Across  

the State

The U of M Public Engagement 
Footprint map and database 
showcases engagement 
activities throughout the 
system taking place in 
communities across the 
state and around the globe.

University of Minnesota Public 
Engagement Footprint, Office of Public 
Engagement and U-Spatial, https://
system.umn.edu/your-community

Dear Colleagues,

As we emerge from a pandemic that has disturbed our way of life, I take solace in the resilience of 
the University of Minnesota. We continue to advance our land grant mission with creativity and 
drive. Needless to say, I hope this message also finds you thriving in the face of what seems daunting 
at times.

In a departure from my usual focus on the larger University community, this is a good moment to 
recognize what I have benefitted from since I joined the University six years ago: a collegial group of 
OGC professionals doing sophisticated, custom legal work, always centered on mission and service. 
That is a tradition with a momentum that keeps growing. Since the pandemic hit in 2020, OGC 
has added: Laurie Beyer-Kropuenske and Dan Volkosh, who have joined our Data Access and 
Privacy office and contributed to the quality and efficiency of its responsiveness notwithstanding 
information requests increasing in number and complexity; Laurel Luxenberg, who manages an 
array of Academic Health Center issues; experienced business lawyer Elizabeth Lim who joins us 
from Virginia Commonwealth University; Neil Goldsmith who brings partner-level expertise in 
labor and employment matters; and Katharine Cresser, who exercises oversight over a number of 
sports as part of our highly-regarded NCAA Compliance staff. The combination of their talent and 
judgment with that of the rest of the office makes for a public law firm that reflects the values and 
high ideals of this great university. 

Central to the attorney-client relationship is mutual respect and trust. As we hope you know, our 
strength as an office comes from your dedication to the University’s tripartite land grant foundation. 
Your research, your teaching, and your service, inspires us. Thank you for entrusting us with your 
endeavors. We will do our best to reciprocate with high quality legal advice that is conveyed with a 
respect for all you do for the University and for the State of Minnesota.

Sincerely,

Douglas R. Peterson 
General Counsel
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Practice Areas in the Office of the General Counsel
OGC attorneys represent and counsel the University in many areas, including the following:

•	 Litigation and other contested matters
•	 Student affairs
•	 Labor and employment
•	 Data privacy and public disclosure law
•	 Health care
•	 Real estate and construction
•	 Technology transfer and intellectual property transactions
•	 International programs
•	 Corporate and commercial transactions
•	 Securities and finance
•	 Gifts and tax
•	 Research regulation

Select Highlight

Future of Advanced Agricultural Research in Minnesota (FAARM) Project

The OGC has served as a key advisor to University leaders in the exploration and development 
of plans for an advanced agricultural research complex in Mower County. The project is a public 
private partnership bringing together the University, elected officials, and leaders from the private 
sector. The project will utilize several hundred acres of land that will serve as a state-of-the-art 
teaching and research hub looking at an integrated approach to raising livestock and studying 
the interaction between animals, humans, crops, and climate. OGC attorneys have advised 
University leaders on the strategic acquisition of property for the FAARM project and assisted 
in the negotiation of a number of complex agreements that have secured funding for ongoing 
development and feasibility studies. 

Contact: Brian Buhr, Dean 
College of Food, Agricultural and Natural Resource Sciences
bbuhr@umn.edu

Integrated innovation and instruction
Situated on several hundred acres of fields and land and composed of 
state-of-the-art facilities in Mower County, the complex will catapult 
Minnesota and propel its leading research portfolio for years to come by:

• Studying and
advancing every
element of the
health intersections
between people,
animals, crops, plants,
soil, water, and
environment.

• Bringing researchers,
instructors, and
industry together to
focus on all aspects of
agriculture and food
systems.

Growing rural economies 
and workforce development
Through a collaboration with Riverland Community College, the complex 
will provide a range of educational offerings for learners of all ages, from 
K-12 to post-secondary technical and associate degrees, to baccalaureate 
and graduate degrees, and outreach education to the broader public.  

FAARM is a bold initiative that will support and strengthen Minnesota 
agriculture and expand, develop, and retain agricultural and food system 
talent in rural communities and agribusiness. This collaboration will open 
the doors of access and opportunity to broaden Minnesota’s workforce 
and shape the next generation of researchers, existing and emerging 
farmers, and entrepreneurs who will solve the world’s grand challenges.  

Visionary technology
Genomics. Microbiology. Artificial intelligence. Robotics. Big data.  
FAARM will be at the forefront of these and other emerging game-changing 
disciplines that are transforming how we produce food and protect the 
environment every step of the supply chain — from raising livestock and 
planting seeds to placing meals on tables worldwide.

The FAARM complex will serve as 

a Minnesota 
catalyst for 
research, 
innovation, 
and economic 
development
that will nourish a growing global 
population and the environment  
that sustains us.

For 170 years, the U of M has 
been dedicated to agricultural and 
food systems research designed 
to help farmers and Minnesota 
succeed. CFANS works side-by-
side with crop and livestock farmers, 
delivering unique research that 
improves production and benefits 
the environment here and around 
the globe.
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$112 billion
annual economic impact 
from Minnesota’s food and 
agricultural sector

FOOD AND 
AGRICULTURE IN 
MINNESOTA:

$17billion
annual agricultural sales

of state’s land
51%

30%
of state’s workforce

Sources:
State of Minnesota, Department of Agriculture, Department 
of Labor and Industry, Board of Water and Soil Resources

AgriGrowth, 2020 Economic Contribution Report
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The OGC transactional attorneys serve as a key resource to the University, providing legal advice 
and consultation on all manner of complex business transactions throughout the year. OGC 
attorneys assisted the University on over seventeen hundred contracts and transactional matters 
during the fiscal year. These matters included a variety of high value complex contracts and 
procurements, valuable external sales agreements, sponsorships and industry collaborations, and 
a number of complex real estate transactions and construction agreements. OGC transactional 
attorneys work with the University community to protect the University’s intellectual property by 
advising on patent, copyright and trademark issues. The transactional team consults and advises 
University researchers, negotiates agreements for sponsored research projects, and drafts complex 
technology commercialization agreements. Beyond business transactions, OGC transactional 
attorneys and paralegals advise on international programs, affiliation agreements, immigration 
matters, investments and bond issuance, employee benefits and retirement plans, and offer guidance 
and interpretation of University policy. The transactional team also continues to offer legal related 
training to departments as needed.

800+ 
AGREEMENTS TO 

PURCHASE GOODS 
AND SERVICES

300+ 
AGREEMENTS TO  
SELL GOODS OR 

SERVICES

514 
HEALTH SCIENCES 

AFFILIATION 

AGREEMENTS

250+ 
SOFTWARE LICENSE 

AGREEMENTS

OGC advised on:

Transactional Law Services Group

“The Office for Student 
Affairs works regularly 
with OGC on issues that 
impact the daily lives of 
our students across the 
University system. Our 
mission is to support 
UMN students, and our 
valuable partnership with 
OGC enables us to do so 
more effectively and com-
prehensively. We rely on 
their thoughtful counsel 
and practical approach to 
problem-solving in areas 
such as student conduct, 
student services, free 
speech on campus, and 
litigation support. I know 
all of us in the Office for 
Student Affairs enjoy 
working with the team at 
OGC, and they will contin-
ue to be trusted partners 
moving forward.” 

– Calvin D. Phillips, D. Ed.
Vice President for Student 
Affairs and Dean of Students
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Labor and 
Employment

 

31 
ARBITRATIONS

27 
AGENCY CLAIMS

4
FAVORABLE RULINGS

0
UNFAVORABLE 

RULINGS

12
SETTLED CASES

Litigation and Contested Matters
OGC attorneys represent the University in a variety of litigation and contested matters. They 
defend labor and employment, personal injury, statutory and constitutional, and student-related 
claims brought against the University. These matters found OGC attorneys in state and federal trial 
and appellate courts, in arbitrations, and in other forums. As one example, before the United States 
Court of Appeals for the Eighth Circuit, OGC attorneys successfully defended against a First and 
Fourteenth Amendment challenge to the University’s handling of the appearance of a political 
commentator.

Compliance Units in the Office of the General Counsel

Clery Compliance Office

The Clery Compliance Office in OGC is responsible for ensuring 
the University’s compliance with the Clery Act systemwide. The 
Clery Compliance Office works cooperatively with each campus to 
identify and train Campus Security Authorities (CSAs), compiles 
crime statistics, publishes the Annual Security and Fire Safety 
Report and provides technical assistance to support each campus.

Compliance with the Clery Act is contingent upon the identification and training of CSAs who are 
responsible for forwarding reports of crime to the campus Clery Officer for inclusion in the annual 
statistical disclosure. The Clery Compliance Office identified and offered training to over 2,000 
CSAs across the system’s five campuses. The Clery Compliance Office conducted a system-wide 
audit of University positions in the spring of 2022 to ensure consistency in the University’s CSA 
identification process. 

96% Litigation Success Rate (FY18-FY22)
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Office of Athletic Compliance

During the 2021-22 academic year, the University of Minnesota Athletics Department teams 
and student-athletes returned to full practice, competition and recruiting calendars following the 
significant interruptions in 2019-20 and 2020-21 academic years due to the COVID-19 pandemic. 
The Office of Athletic Compliance worked closely with the Athletics Department to ensure that 
coaches and staff were prepared to re-enter each of these areas while remaining compliant with 
NCAA, Big Ten and WCHA rules. This past academic year also saw the first full academic year 
under the NCAA’s new Name, Image, and Likeness guidance allowing student-athletes to profit 
from commercial activities in ways that they have never been permitted to in the past. The Office 
of Athletic Compliance assisted student-athletes and staff in navigating this new space locally and 
nationally. Finally, continuing the theme of change for the NCAA, a new NCAA Constitution 
was adopted in January 2022 which started a sweeping series of changes to NCAA legislation. The 
Office of Athletic Compliance has assisted the Athletics Department in understanding what these 
significant changes have meant for coaches and teams. In the upcoming year, the Office of Athletic 
Compliance will continue to remain at the forefront of the industry, as more change is likely in store 
at both the regulatory (NCAA) and legislative (State and Federal Governments) levels.

Data Access and Privacy Office

In addition to an increasing volume of data requests, an ever-changing legal landscape shaped by 
the Minnesota Government Data Practices Act, as well as numerous federal privacy laws, continue 
to add to the complexity of honoring the University’s obligations to both protect private data and 
provide public access.  As in previous years, the work of Data Access and Privacy continues to 
grow in volume and complexity. Between FY2017-FY2019, the University received 2,003 data 
requests, an average of 668 data requests per year.  In FY2020 and FY2021, we received 1,095 and 
1,249, respectively, for an average of 1,172 requests per year.  In FY22, we received an all-time high 
number of 1,288 requests. While the number of requests increased from the past year, the speed 
of our response also increased which we attribute, in part, to the policy and procedural changes 

The Twin Cities 
Campus ATHLETIC 

COMPLIANCE 
OFFICE  

hosted over

73  
EDUCATIONAL 

SESSIONS 

conducted 

13 
AUDITS

In-person monitoring in 
practice/competitions:  102 

EVENTS 

24 
INVESTIGATIONS

17 
SELF-REPORTS

to the NCAA/Big Ten

104 
NCAA/BIG TEN 

WAIVERS

MGDPA Formal Requests Received by University (FY)

Compliance Units in the Office of the General Counsel
 (Continued)
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OGC Staff Professional and Community Service
OGC staff hold many leadership roles in professional organizations as well as volunteering their 
time to various non-profit, community and public service institutions:

Laurie Beyer-Kropuenske Member of the Minnesota State Bar Association Public Law Section 
Council

Jeremiah Carter NCAA Legislative Committee
Whitney Geiger Ronald McDonald House Twin Cities Volunteer
Neil Goldsmith National Association of College and University Attorneys (NACUA), Annual 

Conference Planning Committee Member; American Bar Association (ABA) Developing Labor 
Law Committee, Contributing Editor; Talmud Torah of Minneapolis, Board Member; Camp Fire 
Minnesota, Board Member

Dan Herber Volunteer Lawyers Network Board of Directors; Minnesota Law Review Alumni 
Advisory Board

Susan Kratz American Lung Association Minnesota Board
Diane Krawczynski Minnesota Paralegal Association, MnCP; Hennepin County Master Gardener; 

Special Olympics Volunteer
Ruilin Li UMN China Center Advisory Council; China Center’s External Review Committee
Elizabeth Lim Virginia Community Voice Board of Directors; Guest Lecturer on IP Agreements 

at the University of Minnesota Law School
Susan McKinney Twin Cities Chapter, ARMA International, President
Doug Peterson NCBE, Uniform Bar Exam Drafting Committee; Chief Legal Officers Group, 

Member
Tim Pramas Taught Law School classes “Civil Rights and Civil Liberties Moot Court” and “Law in 

Practice;” Neighborhood House Volunteer, food shelf collection and organization
Carrie Ryan Gallia Girl Scout Troop Leader and Cookie Mom; Teaches legal writing and judicial 

opinion writing at the University of Minnesota Law School
Karen Wagner Higher Education Legal Managers, Interim President; City of New Brighton Public 

Safety Commission, Vice Chair

Outside Counsel 
Distribution

Use of Outside Counsel
OGC handles most of the University’s legal needs with internal resources. Besides the substantial 
economy that comes with an in-house legal department, the quality of legal services the University 
receives is enhanced by OGC’s comprehensive knowledge of the University’s unique structure, 
operations, strategic priorities, and mission. OGC does retain outside counsel, however, when 
specialized expertise or additional resources on a particular matter are necessary. For example, the 
University regularly retains outside counsel for patent prosecution services. We value the advice 
the University receives from outside counsel and appreciate their professionalism as they honor our 
expectation that they carry the University’s mission and value as they go about their work on the 
University’s behalf.  

that were implemented in December 2020. The DAP office also includes a records management 
program which completed a significant revision to the University-wide records retention schedule 
in January 2022.

■ Patent 	 63.3%
■ Contract 	 1.5%
■ Environment 	 19.5%
■ Employment 	   2.2%
■ Other/General 	 1.8%
■ Student 	 11.7%

	

■ Immigration 	 17.3%
■ Research 	 31.4%
■ Employment/Labor/		
    Compliance 	 16.8%
■ Health Care 	 7.2%
■ Intellectual Properties 	 2.4%
■ Real Estate/Tax 	 3.9%
■ Other 	 20.9%

Litigation

Non-Litigation
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The Office of the General Counsel
Attorneys 

Brent Benrud 
Greg Brown

Angela Downin 
Arnie Frishman
Neil Goldsmith 

Dan Herber 
Kaley Klanica 
Susan Kratz 

Ruilin Li 
Elizabeth Lim

Douglas Peterson

 Dan Piper
Tim Pramas

Carrie Ryan Gallia
Brian Slovut

Beth Zamzow

Paralegals 

Robert Amos
Kathy Bitterly

Whitney Cushing
Diane Krawczynski

Kimberly Lennartson

Diana Lutz-Clark
Laurel Luxenberg

Administrative Staff 

Nola Breen
Terry Hindt

Marcy Hoyles

Lynnette Johnson
Nancy Larson

 

Sarah Shaftman
Karen Wagner

Scottie Isla Povolny
Law Clerks 

Dominic Detwiler
Maria Pfister

Athletic Compliance 

Aaron Berens
Jeremiah Carter

Katharine Cresser
Kevin Gomer

James Praska
John Wallace

Clery Act Compliance 

Daniel Alberts

Data Access and Privacy 

Laurie Beyer-Kropuenske Kristine Haugsland
Susan McKinney

Dan Volkosh
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612-624-4100

OGC.UMN.EDU
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BOARD OF REGENTS 

DOCKET ITEM SUMMARY 
 
 

 
Board of Regents     October 14, 2022 
 
 
AGENDA ITEM:    Consent Report 
     

 Review  X Review + Action   Action    Discussion  

 
 
 
PRESENTERS:    Regent Kendall J. Powell 
 
PURPOSE & KEY POINTS  
 

A. Gifts 
The President recommends approval of the Summary Report of Gifts to the University of Minnesota 
through August 31, 2022. 
 

B. Nominations to the University of Minnesota Foundation Board of Trustees  
As outlined in Board of Regents Policy: Appointments to Organizations and Boards, the Board Chair, 
in consultation with the President, recommends nominees for Board appointed seats on the 
University of Minnesota Foundation Board of Trustees. The Chair nominates and endorses the 
appointment of the following individuals: 
 

 Shari L. Ballard (Completed 5th term as a Regent-nominated Trustee; eligible for additional 2-
year term) - Shari Ballard is the chief executive officer for Minnesota United FC. She worked 
at Best Buy her entire professional career and retired in 2019 after holding the position of 
President of Multichannel Retail for Best Buy Co. Inc., responsible for all U.S. Best Buy 
stores, e-commerce, Best Buy Mexico and the company’s real estate strategy. She first joined 
Best Buy in 1993 to work in a store after graduating with a bachelor’s degree from the 
University of Michigan, Flint. Later promoted to executive vice president of human 
resources and legal, in 2007 she assumed responsibility for Best Buy stores in the United 
States. That role focused her energies on deepening customer relationships and better 
utilizing the full range of talent and resources within the company’s stores to drive growth. 
She became President of Americas, U.S. and Mexico in 2010, and two years later was 
appointed President of International, overseeing business and the transformation efforts in 
Canada, China, Europe and Mexico. Ballard assumed the role of President of U.S. retail in 
2017, and then subsequently added the roles of Chief Human Resources Officer and 
responsibility for e-commerce. Ballard earned her bachelor’s degree from the University of 
Michigan-Flint. In addition to UMF, she serves on the boards of Ecolab, PetSmart, and Allina 
Health. 
 

 Rebecca A. Crooks-Stratton (Completing 1st term as a Regent-nominated Trustee; eligible for 
2nd term) – Rebecca Crooks-Stratton is a member and Secretary/Treasurer of the Shakopee 
Mdewakanton Sioux Community (SMSC), a federally recognized, sovereign Native American 
tribe located southwest of Minneapolis/St. Paul. Crooks-Stratton previously served one 

 This is a report required by Board policy.      
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term on the SMSC Gaming Enterprise Board of Directors and chaired its Audit Committee. 
She also served two terms on the SMSC Gaming Commission and worked for the tribal 
government in administration roles from 2007-2016. She has led projects such as the 
Minnesota Tribal Nations Plaza at TCF Bank Stadium (now Huntington Bank Stadium) and 
helped launch a Montessori classroom as part of the SMSC’s daycare program. Throughout 
her career, Crooks-Stratton has been an active member of the broader community. She is 
the Midwest Area Vice President Alternate of the National Congress of American Indians, 
where she represents tribes in the Midwest. She also serves on the Board of Directors of 
Indian Country Today, a nonprofit news organization. Recently she served as program 
director at the Native Governance Center, a nonprofit that provides leadership development 
and governance resources to tribal nations in Minnesota and the Dakotas. She currently 
serves on the Minnesota Zoo Board of Trustees and is the Vice Chair of the Prior Lake Indian 
Education Parent Advisory Committee. Crooks-Stratton previously served on the 
Metropolitan Council’s Equity Advisory Committee, SMSC Scholarship Selection Committee 
at the University of Minnesota, and on the Community Education Services Advisory Council 
for Prior Lake-Savage Area Schools.  Crooks-Stratton has a master’s degree in tribal 
administration and governance from the University of Minnesota Duluth. Her bachelor’s 
degree is in American Indian studies and political science from the University of Arizona. 
Crooks-Stratton and her husband have three young children. 
 

 Regent Ruth E. Johnson (Eligible for 1st term as Regent-nominated Trustee) – Ruth Johnson is 
an internal medicine staff physician at Mayo Clinic, practicing in the Executive Health 
Program. She was founding director of the Mayo Diagnostic Breast Clinic. She has spent 17 
years on the Medical Scientist Training Program (MD-PhD) admissions committee, was 
Associate Director of the Internal Medicine Residency Program, and chaired the Bioethics 
course at Mayo Clinic Alix School of Medicine. Johnson received a bachelor’s degree in 
chemistry and biology from Augsburg University; earned her MD from Mayo Clinic Alix 
School of Medicine; and completed an internal medicine residency program at Mayo 
Graduate School of Medicine. She is certified in Bioethics from Georgetown University 
Kennedy School of Ethics and in Medical Education from the Harvard-Macy Program for 
Physician Educators. Johnson served for 16 years on the Board of Regents of Augsburg 
University, during which time she served on presidential and academic dean search 
committees and was an integral part of two capital campaigns. She is also a Distinguished 
Alumna of Augsburg University.  

 
 John E. Lindahl, (Completing 3rd term as a UMF-nominated Trustee; eligible for 4th term as 

Regent-nominated Trustee) – John Lindahl is the retired chairman and a founding partner of 
Norwest Equity Partners. Prior to joining NEP in 1984, he worked at Norwest Bank for 16 
years, managing the bank’s manufacturing and electronics group, as well as the natural 
resources group. Lindahl received both a Bachelor of Science in business and a Bachelor of 
Arts in economics from the University of Minnesota. He and his wife, Nancy, co-chaired the 
U of M's Driven campaign from 2011 to 2021. Lindahl is a former trustee and vice chair of 
the Minnesota Medical Foundation. He and Nancy live in Wayzata, Minnesota. 

 
 Michael F. Roman (Completing 3rd term as a UMF-nominated Trustee; eligible for 4th term as 

Regent-nominated Trustee) – Mike Roman is the chief executive officer of 3M, a $32 billion 
science-based company that collaborates with customers to improve lives and solve 
problems around the world. He became CEO in July 2018, following one year as chief 
operating officer and executive vice president. In that role, he had direct responsibility for 
3M’s five business groups, along with its international operations. Roman has held several 
other key leadership roles at the company. In 2014, he assumed leadership of 3M’s largest 
business group, Industrial, which accounts for one-third of 3M’s global sales. Prior to that, 
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Roman served as chief strategist, where he was instrumental in establishing 3M’s future 
roadmap, known as the 3M Playbook. Throughout his 30-year 3M career, he has lived and 
led businesses around the world, including the United States, Europe, and Asia. Roman 
joined 3M in 1988 as a senior design engineer, after five years with the Hughes Aircraft 
Company. He received his bachelor’s degree in electrical engineering from the University of 
Minnesota and his master’s degree in the same field from the University of Southern 
California. 

 
 Bradford W. Wallin (Completing 3rd term as a UMF-nominated Trustee; eligible for a 4th term 

as Regent-nominated Trustee) – Bradford W. Wallin has served as vice chair of Wallin 
Education Partners since 2013. Prior to this role, Wallin was instrumental in helping the 
program grow and sustain itself since its founding in 1992. As a current member of the 
Minneapolis Grain Exchange, Wallin has worked in various sectors of the grain business for 
more than 30 years. He spent 17 years as a principal of a private agricultural processing 
firm, Montana Specialty Mills. Wallin received his undergraduate degree from Carleton 
College and his MBA from the University of Michigan. In addition to UMF, Wallin is currently 
Chair Emeritus and board member of the Minnesota Land Trust, board member and IT 
Chair of Fairview Health Services, as well on the board of the Hill Museum and Manuscript 
Library.  He has served in the past on the boards of The Family Partnership, The Hennepin 
County Library Foundation, Compatible Technologies International, the Minnesota Medical 
Foundation, and the Breck School Alumni Board.  In addition, as a past president of the 
Encampment Forest Association, Wallin helped create and found the Encampment River 
Preservation Fund, aimed at environmental protection on Minnesota's north shore. Wallin 
and his wife Cyndy have four children.  

 
PRESIDENT’S RECOMMENDATION 
 
The President recommends approval of the Consent Report. 
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07/01/22 07/01/21

2022 2021 08/31/22 08/31/21

178,232$          10,930$            178,232$                  18,956$           

1,616,421         690,520            2,035,525                 1,800,779        

19,766,194       25,044,566       34,153,590              40,901,328      

21,560,847$    25,746,016$    36,367,347$            42,721,063$   

*Detail on gifts of $5,000 and over is attached.

Pledges are recorded when the commitment is made.  To avoid double reporting, any receipts 
which are payments on pledges are excluded from the report amount.

U of M Gift Receiving

Arboretum Foundation

Univ of MN Foundation

Total Gift Activity

MEETING OF THE BOARD OF REGENTS

GIFTS TO BENEFIT THE UNIVERSITY OF MINNESOTA

SUMMARY REPORT*

October 2022 Regents Meeting

August Year‐to‐Date
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Donor Gift/Pledge Purpose of Gift

$1 Million and Over

Millicent Atkins Estate Gift College of Food, Agricultural and Natural Resource Sciences

Patricia S Kane Estate Gift Medical School; School of Nursing

WXCLC Gift Undesignated

$500,000 - $1,000,000

June B Hendrickson Estate Gift University of Minnesota Duluth

UNRL LLC Gift Academic Clinical Affairs

$250,000 - $500,000

Anonymous Donor Gift College of Liberal Arts

Anonymous Donor Gift College of Veterinary Medicine

Edward N Peterson Estate Gift College of Continuing and Professional Studies

Hormel Foundation Gift Office of the Vice President for Research

Joel and Julie Stead Pledge Carlson School of Management

NetSPI Pledge Academic Clinical Affairs

Tawani Foundation Pledge Libraries

$100,000 - $250,000

Anonymous Donor Gift College of Veterinary Medicine

Anonymous Donor Fund of the Minneapolis Fdn Gift Medical School

Arthur and Susan Sands Gift Carlson School of Management

Blandin Foundation Pledge University of Minnesota Extension

Charles Farnham III and Cynthia Farnham Pledge Intercollegiate Athletics

Esther T Anderson Estate Gift Office of Undergraduate Education

Frederick B Wells Jr Trust Gift Medical School

General Mills Fdn Gift
Carlson School of Management; College of Food, Agricultural and Natural 

Resource Sciences

Helga Stuewer Gift College of Science and Engineering

James Langland and Penny Langland, M.D. Gift Intercollegiate Athletics

Karl Potach Fdn Gift Office of the Vice President for Research

Larry Kinney Gift College of Science and Engineering; School of Nursing

Lila M Kommerstad Estate Gift Law School

Mark Lampert and Susan Byrd Gift School of Public Health

Raymond J Tarleton Estate Gift
College of Food, Agricultural and Natural Resource Sciences; College of Liberal 

Arts

Ronald and Janet Christenson Gift College of Science and Engineering

Ross and Bridget Levin Gift Intercollegiate Athletics

West Virginia University Foundation Gift Office of the Vice President for Research

Yourchoice Therapeutics Inc Gift College of Pharmacy

$50,000 - $100,000

Bayer Fund Gift University of Minnesota Extension

Best Buy Fdn Gift College of Design; College of Science and Engineering

Candyce and Thomas Ihnot Pledge Intercollegiate Athletics

Eddy Fdn Charitable Trust U/W Gift University of Minnesota Duluth

Frederick Bock Gift Academic Clinical Affairs

General Mills Inc Gift Carlson School of Management

James and Mary Hammill Gift College of Food, Agricultural and Natural Resource Sciences

Jeffrey Land Gift Minnesota Landscape Arboretum

Jill and Louis Close Pledge Intercollegiate Athletics

KLS Martin LP Pledge Medical School

Karen Sternal Gift College of Education and Human Development

Katherine and E. Paul Imle Gift University of Minnesota Crookston

Mary Viking Kueck and John Kueck Pledge Academic Clinical Affairs

Michael H. Baker Family Foundation Pledge
College of Food, Agricultural and Natural Resource Sciences; College of 

Science and Engineering

Minnesota Landscape Arboretum Auxiliary Gift Minnesota Landscape Arboretum

Monica Schultz Gift College of Veterinary Medicine

Muriel M Orcutt Estate Gift Libraries

Patrick Whitcomb and Patty Napier Gift
College of Liberal Arts; College of Science and Engineering; Intercollegiate 

Athletics

Gifts to benefit the University of Minnesota

Gifts received August 2022

Page 43 of 119



Paul and Jean Mooty Pledge Intercollegiate Athletics

Peter Ullrich, M.D. and Susan Pittman Pledge Medical School
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$50,000 - $100,000

Richard and Susan Heichert Pledge Intercollegiate Athletics

Roshan Rajkumar, Esq. and Jennifer Sjoberg Rajkumar Gift College of Education and Human Development

Russell Hunt Sr. Pledge College of Liberal Arts

Schneiderman's Furniture Inc Gift Medical School

Steve Tsai, M.D. and Margaret Simpson Gift Medical School

Terra Foundation for American Art Gift Weisman Art Museum

Thomas Sneed II Gift College of Science and Engineering

University of Minnesota Women's Club Gift Office of Undergraduate Education

Van Dyke/Billy Foundation Pledge Intercollegiate Athletics

$25,000 - $50,000

3M Co Gift College of Science and Engineering; Undesignated

Anna Riester, D.D.S. and Paul Riester Pledge Intercollegiate Athletics

Belchim Crop Protection US, LLC Gift College of Food, Agricultural and Natural Resource Sciences

Carol Pletcher, Ph.D. Gift College of Biological Sciences

Chase Allen-Lloyd Passauer Foundation Gift Office of Undergraduate Education

Cindy and Gary Craswell Gift Minnesota Landscape Arboretum

D. Ward Johnson Jr. and Charlotte Johnson Gift Intercollegiate Athletics

Gail Munsell Gift Minnesota Landscape Arboretum

Graco Foundation Gift College of Science and Engineering; University of Minnesota Duluth

Gregg Johnson Gift/ Pledge College of Food, Agricultural and Natural Resource Sciences

Haggerty Family Fdn Gift Minnesota Landscape Arboretum

Helen S Henton Trust Gift University of Minnesota Foundation

Krista Nelson and Kevin O'Leary Pledge Intercollegiate Athletics

Marian F Moose Gift Academic Clinical Affairs

Mark and Jean Schroepfer Gift College of Food, Agricultural and Natural Resource Sciences

Medtronic Inc Gift College of Science and Engineering; Medical School

Paul Crowell and Alexandra Stillman, M.P.H., M.H.A. Gift College of Science and Engineering

Podium Sports Marketing Inc Gift Medical School

Rachel Hollstadt Gift College of Veterinary Medicine

Richard and Linda House Gift Academic Clinical Affairs

Roshini Rajkumar and James Fulton Gift College of Education and Human Development

Southern MN Internet Group Gift Office of the Vice President for Research

Syngenta Crop Protection LLC Gift College of Food, Agricultural and Natural Resource Sciences

Tara Mattessich and Paul Mattessich, Ph.D. Pledge Academic Clinical Affairs

The Solutions Project Gift University of Minnesota Extension

Timothy and Nancy Phillips Gift Office of Undergraduate Education

William S Marvin Fund-Saint Paul and Minnesota Fdn Gift College of Science and Engineering

$10,000 - $25,000

Advantage PCA Services Inc Gift University of Minnesota Duluth

Affiance Financial Gift
Academic Clinical Affairs; College of Food, Agricultural and Natural Resource 

Sciences

Allen and Mary McNee Gift Intercollegiate Athletics

Anonymous Donor Gift Intercollegiate Athletics

Baxter Gift Carlson School of Management

CHS Foundation Gift College of Food, Agricultural and Natural Resource Sciences

Carl and Elizabeth Bergquist Gift Intercollegiate Athletics

Carly and Jason Zucker Gift Medical School

Charles Wiser Jr. and Bobbie Lynch Gift Medical School

Clarence and Mary Horsager Gift College of Food, Agricultural and Natural Resource Sciences

Compeer Financial Gift College of Food, Agricultural and Natural Resource Sciences

Craig and Robin Dahl Gift Academic Clinical Affairs

David Perrin, Ph.D. and Margaret Hustad-Perrin, M.D. Gift College of Education and Human Development

Donald and Mary Kunz Gift College of Veterinary Medicine

Eldred G Mugford Estate Gift School of Nursing

Erwin L Weber Trust Gift Office of Undergraduate Education

G. Patrick Lilja, M.D. and Martha Lilja Gift Medical School

Gillette Children's Specialty Healthcare Gift Academic Clinical Affairs

Gloria G Nelson Gift Medical School

H B Fuller Co Fdn Gift Carlson School of Management

John Barry, M.D. and Toni Eigner-Barry, D.D.S. Gift Medical School

John Hunt Jr. and Rita Hunt Gift College of Pharmacy; University of Minnesota Rochester

Kathleen Sims Gift Medical School
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Kustom Kollision LLC Pledge University of Minnesota Crookston

Lake Minnetonka Conservation District Gift College of Science and Engineering
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$10,000 - $25,000

Leon Hoyer, M.D. and Ann Bailey Gift Medical School

Leslie Botko Gift Minnesota Landscape Arboretum

Liberty Paper Inc Gift College of Food, Agricultural and Natural Resource Sciences

Mark Deeg, M.D. and Rosario Deeg Pledge University of Minnesota Duluth

Mark and Jackie Nolan Gift Law School

Mary H Schullo Estate Gift Libraries

Max Kade Foundation Inc Gift College of Liberal Arts

Michelle Miller and Albert Miller Jr. Gift Law School

Midwest Radiology Foundation-St Paul & Minnesota Foundation Gift Academic Clinical Affairs

Minnesota Youth Horse Association Inc Gift University of Minnesota Extension

Mona Walz Gift College of Education and Human Development

Motif Foodworks, Inc Gift College of Food, Agricultural and Natural Resource Sciences

Nancy Knowlton Gift University of Minnesota Rochester

National 4-H Council Gift University of Minnesota Extension

North American Association for the Study of Obesity Gift Veterans Administration Medical Center

Peter Szyman Gift Intercollegiate Athletics

Peter Torvik, Ph.D. and Patricia Torvik Gift College of Science and Engineering; University of Minnesota Morris

Phyllis Wisen, Ph.D. Gift College of Veterinary Medicine

Press-Sure Printing Inc Gift Intercollegiate Athletics

Richard and Dorothy Seebach Gift College of Liberal Arts; College of Science and Engineering

Ruth A Draut Estate Gift University of Minnesota Extension

Sandra Savik and Joseph Tashjian, M.D. Gift College of Liberal Arts; Minnesota Landscape Arboretum

Simons Foundation Gift Medical School

Skippy Frank Translational Medicine & Life Sciences Fund RPA Gift College of Veterinary Medicine

Southdale Anesthesiologists LLC Gift Academic Clinical Affairs

Susan and Timothy Allison-Hatch Gift Office of Undergraduate Education

Terry Coleman Gift College of Liberal Arts

The Marissa and Greg Frankenfield Family Foundation Gift Academic Clinical Affairs

Three Rivers Park District Gift College of Science and Engineering

Timothy and Shelly Manning Gift Intercollegiate Athletics

United Church of Christ Gift College of Veterinary Medicine

Wesley and Kara Schultz Gift Intercollegiate Athletics

William Hobbs II Gift College of Food, Agricultural and Natural Resource Sciences

William Johnson Gift Academic Clinical Affairs

Xcel Energy Fdn Gift
College of Food, Agricultural and Natural Resource Sciences; College of 

Veterinary Medicine

Zoetis Inc Gift College of Veterinary Medicine

$5,000 - $10,000

ADM Animal Nutrition Gift Undesignated

Alan and Constance Kotula Gift University of Minnesota Duluth

Barbara Schneidman, M.D. Gift Medical School

Bhatti Gastroenterology Consultants, PA Gift Academic Clinical Affairs

Bongards' Creameries Gift College of Food, Agricultural and Natural Resource Sciences

Camille Tuite Gift Medical School

Carol Wawersik and Wolfgang Wawersik, Ph.D. Gift College of Liberal Arts; College of Science and Engineering

Caroline Czarnecki, Ph.D. Gift School of Nursing

Charity Golf International Gift Academic Clinical Affairs

Christina Coulas Gift Minnesota Landscape Arboretum

Contee and Margaret Seely Gift Minnesota Landscape Arboretum

Corteva Agriscience Gift College of Food, Agricultural and Natural Resource Sciences

David Scott Gift College of Science and Engineering

Donald Ruzin and Veronica Ivans Gift Medical School

Eastman Chemical Company Gift College of Science and Engineering

Emergency Physicians PA Gift Academic Clinical Affairs

Emery & Karen Koenig Fund-Catholic Community Fdn Gift Minnesota Landscape Arboretum

Eric Schultz Gift Law School

Eric and Jess Wassail Gift College of Science and Engineering

Florence John, M.D. and Ranjit John, M.D. Gift Medical School

Glenn and Tami Stolt Gift Intercollegiate Athletics

Greater Lake Sylvia Association Gift College of Science and Engineering

Hoyt Hsiao and Zhen Zhen Luo Gift Minnesota Landscape Arboretum

Jason Langworthy and Sara Langworthy, Ph.D. Gift College of Liberal Arts
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Jeffrey and Pamela Debele Pledge Carlson School of Management

Jim Smith Foundation Gift Medical School

$5,000 - $10,000

John Fredell, M.D. Gift Intercollegiate Athletics

Justin and Crystal Truckenbrod Gift Academic Clinical Affairs; Intercollegiate Athletics

K S Kim Foundation Gift Office of Undergraduate Education

Kristine Larson Gift Academic Clinical Affairs

Leonberger Health Foundation Gift College of Veterinary Medicine

MHealth Fairview Health Services Gift Medical School

Marjorie J Gill Estate Gift College of Veterinary Medicine

Mark Hiemenz and Charles Rounds Gift Law School

Marlys and Gary Kupferschmidt Gift College of Food, Agricultural and Natural Resource Sciences

Mary Jo and Thomas Shamp Gift Academic Clinical Affairs

Mary and John Severson Gift College of Science and Engineering

Michael Neste, M.D. Gift Medical School

Miriam Segall Gift Libraries

Mosaic Holdings Inc Gift College of Food, Agricultural and Natural Resource Sciences

Nancy Miller Gift School of Nursing

National Archives Foundation Gift College of Liberal Arts

Neal Engel, D.D.S. and Jean Krusemark Gift School of Dentistry

Patricia and Robert Strickland Gift Carlson School of Management

Paul and Charlotte Brown Gift Intercollegiate Athletics

Peter Smyth, M.D. and Barbara Smyth Gift Medical School

Phillip Simon Gift Intercollegiate Athletics

Priscilla Brewster Gift Minnesota Landscape Arboretum

R.D. Offutt Farms Gift University of Minnesota Extension

Riv-Ellen Prell and Steven Foldes Gift Libraries

Robert Hubbard and Heidi Hubbard, M.D. Gift Academic Clinical Affairs

Security Bank & Trust Co Gift University of Minnesota Extension

Sunton Internationl Inc Gift College of Food, Agricultural and Natural Resource Sciences

Susan Petersen
Gift

College of Food, Agricultural and Natural Resource Sciences; Minnesota 

Landscape Arboretum

Target Corporation Gift College of Design

Trevor Fleck Gift Medical School

United Farmers Cooperative Gift University of Minnesota Extension

Warren Howe and Janet Karon Gift University of Minnesota Duluth

William Hartfiel Jr. and Helen Hartfiel Gift Minnesota Landscape Arboretum
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BOARD OF REGENTS 

DOCKET ITEM SUMMARY 
 
 

 
Board of Regents  October 14, 2022 
 
 
AGENDA ITEM:     Scope and Impact of DEI-Related Efforts Across the University  
 
     

 Review   Review + Action   Action   X Discussion  

 
 
 
PRESENTERS:  Mercedes Ramírez Fernández, Vice President for Equity and Diversity 
      Keisha Varma, Associate Vice Provost, Office for Equity and Diversity 

Malinda Lindquist, Associate Dean for Diversity, Equity and Inclusion, 
College of Liberal Arts, Twin Cities campus 
Wendy Reed, Dean, Swenson College of Science and Engineering, Duluth 
campus 

 
PURPOSE & KEY POINTS   
 
The purpose of this item is to provide an update on the Office for Equity and Diversity and to 
discuss the systemwide diversity, equity and inclusion (DEI) review conducted during the 2021-22 
academic year.   
 
This item will include a discussion of the following: 
 

 The systemwide DEI review process. 
 Strengths and opportunities identified during the review. 
 Recommendations included in the report. 
 The Office for Equity and Diversity’s plans for addressing areas for growth and building on 

strengths.  
 Examples of the ways that DEI is being advanced in a college on both the Duluth and Twin 

Cities campuses. 
 

BACKGROUND INFORMATION - 
 
The University contracted with Cambridge Hill Partners to launch a DEI systemwide review. 
In July 2022, the University released a progress report that describes how the University is 
advancing diversity, equity, and inclusion: 2022 Progress Report: Representation, Climate and 
Partnership 
 
The Board previously discussed this topic at the following meetings: 
 

 October 2021: Diversity, Equity, and Inclusion: UMTC, Board of Regents 
 February 2022: Diversity, Equity, and Inclusion: UMR, Board of Regents 
 March 2022: Diversity, Equity, and Inclusion: UMC, Board of Regents 

 This is a report required by Board policy.      
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 March 2022: Diversity, Equity, and Inclusion: UMM, Board of Regents 
 May 2022: Diversity, Equity, and Inclusion: UMD, Board of Regents 

Page 50 of 119



 

 

 
 
 
 
 
 
 
 
 
 
 
 
 

UNIVERSITY OF MINNESOTA 
DIVERSITY EQUITY AND INCLUSION (DEI)  

SYSTEMWIDE REVIEW 
JUNE 10, 2022 

 
 
 
 
 
 
 
 
 

 
 

Page 51 of 119



 

 

TABLE OF CONTENTS 
 
 
 
Executive Summary 1 - 3 
 
 
Introduction 4 - 7 
 
 
Current DEI Landscape 8 - 20 
 
 
Strengths and Opportunities 21 - 28 
 
 
Recommendations 29 - 36 
 
 
Appendices 37 - 43 
 
 
 
 
 
 
 

 

Page 52 of 119



Executive Summary Diversity Equity and Inclusion (DEI) Systemwide Review 

June 10, 2022   1 

EXECUTIVE SUMMARY 
 
The University of Minnesota MPact 2025 Systemwide Strategic Plan centered on five main 
commitments – Student Success; Discovery; Innovation & Impact; MNtersections; Community 
& Belonging; and Fiscal Stewardship.  Diversity, equity, and inclusion (DEI) goals and actions are 
prominently reflected in MPact 2025.   
 
In October 2021, with a focus on Commitment 4, Community & Belonging, the University of 
Minnesota’s (UMN) Office for Equity and Diversity (OED) launched an initiative to assess 
systemwide DEI efforts and their impact, identify challenges and opportunities, and determine 
the optimal structure for OED.  Following a university Request for Proposal (RFP) process, 
Cambridge Hill Partners, Inc. (CHP), an organizational consulting firm specializing in diversity, 
was selected to work with Michael Goh, Ph. D., Vice President for Equity and Diversity at UMN, 
and OED staff on this initiative.  CHP consultants conducted two rounds of interviews across all 
campuses, reviewed and mapped DEI initiatives to MPact 2025 goals, identified strengths and 
opportunities, and assessed OED’s organizational structure in the context of MPact 2025’s DEI 
goals.  This executive summary focuses on the key strengths, challenges, and recommendations 
which are further detailed in this report. 
 
DEI leaders across the UMN system were asked to identify DEI activities in June of 2020 by the 
University Relations Office.  Over 1000 DEI initiatives were identified.  Clearly  there has been a 
tremendous commitment of DEI focus, effort, and initiative across the system.  Levels of 
ownership of MPact 2025 goals are high.  There is innovation going on many UMN campuses, 
most of which has been initiated at the level of campus, school, division, department, or 
administrative unit.  While the level of effort is high, a lack of overarching coordinating strategy 
has limited the effectiveness of these efforts.  By focusing on strategy and alignment, the next 
phase of DEI evolution should result in greater synergy, efficiencies, sharing of DEI resources 
and importantly, ability to measure impact. 
 
DEI Initiatives – MPact 2025 

• Student Representation - UMN has made a clear commitment to increasing the number 
of BIPOC and underrepresented students across the campuses.  Forty-three percent 
(43%) of the 1,061 UMN DEI initiatives reviewed focus on increasing the number of 
underrepresented students.  UMN staff across the campuses reported that there are 
numerous initiatives focused on student representation, particularly recruitment and 
retention.  Current data collection and reporting systems make it difficult to determine 
how these initiatives may directly contribute to reducing disparities or increasing 
graduation rates.   

• Faculty & Graduate Student Representation – While initiative mapping to MPact 2025 
indicates a number of initiatives focused on recruitment of historically 
underrepresented faculty and graduate students, those interviewed would like to see 
more support in this area.  Specifically, the efforts should provide more direct support 
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to some campuses and implement structures to enable all campuses to share effective 
practices, collaboratively develop strategies, and explore options for recruiting and 
retaining BIPOC faculty. 

• Employees - There appears to be a real sense of burnout among staff who do DEI work.  
While OHR reported increased attention on staff with a number of efforts in the 
planning stage, almost none of the organizational structures focused their initiatives on 
either employee job satisfaction or other employee issues.  Given the important role of 
staff in the educational enterprise, attention and focus on employee job satisfaction, 
support, and development is critical, and warrants urgent attention 

• Intended Beneficiaries - Initiatives were also reviewed based on which beneficiaries they 
are intended to benefit – students, faculty, or staff.  Interestingly, the intended 
beneficiaries with the least number of initiatives are faculty and staff (between 1% -8%).  
Given how central faculty and staff are to students’ success, feelings of belonging, and 
their overall UMN experience, it is essential for faculty and staff to be engaged in 
adapting systems, practices, and interpersonal interactions which can positively 
enhance climate and reduce disparities within the student experience. 

• Campus Climate - Although there are a significant number of campus climate initiatives, 
faculty and staff report that there remain challenges that include lack of visibility and 
access to DEI-centered policies and effective practices such as inclusive pedagogy; 
inconsistent responses and reporting on incidents of bias; BIPOC staff, faculty and 
students shouldering the bulk of DEI work with little recognition; and some faculty and 
staff not knowledgeable about DEI. 

• Partnerships - There are examples across UMN of partnerships developed and sustained 
over many years in support of DEI goals.  Those interviewed cited a need to broaden 
their partnership base.  A lack of financial resources and staff capacity has limited the 
development of new internal and external partnerships.  OED could facilitate more 
effective and sustained partnerships, within and outside the UMN system, if there were 
more capacity (staffing and budget provided) to support this work.   

DEI Capacity and Infrastructure Across UMN 
• Resource Allocation - The number of initiatives reflect a significant commitment by 

many within UMN to adapt culture and systems in support of an increasingly diverse 
student, faculty, and staff population.  DEI initiatives, all with varying levels of scope, 
comprehensiveness, and resource levels, are often conceived and implemented at the 
academic/ administrative unit, college, and campus levels.  While autonomy may enable 
local innovations, it may unintentionally contribute to inequities within the UMN system 
leaving some campuses and colleges with more resources better positioned to 
contribute to MPact 2025.  Developing systems to facilitate the exchange of DEI 
effective practices and directing additional resources to under-resourced areas will 
create more equity without diminishing local efforts. 

• Data and Assessment – Across the system, there is a lack of shared terms and definitions 
related to data and assessment and a lack of clarity about expectations and 
accountability.  OED is positioned to lead in the development of shared definitions of 
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key DEI terms such as underrepresented groups (e.g., only racial/ethnic groups, other 
groups) that will be used by all units and structures across the system.  This will enable 
regular and systematic reporting on DEI initiatives across the UMN system.  Lastly, it is 
essential to determine and report on meaningful outcome measures for assessing all DEI 
initiatives.   

Role of OED 
• Strategic Leadership – OED is recognized for its dedication and commitment to support 

DEI efforts throughout the UMN system.  A key theme from the interviews is a desire for 
OED to play a stronger strategic leadership role across the UMN system.  This includes 
assisting campuses, colleges, and academic/administrative units in developing their DEI 
plans, advising on implementation, and defining measures for assessing DEI progress 
and outcomes.   
Current Services and Functions - In expanding its strategic leadership role, we 
recommend that OED assess its program and service portfolio, current resource 
allocation, and what additional resources may be required moving forward.  In 
partnership with other senior leaders, OED should determine what current services and 
functions warrant further review.   
Stronger DEI Alignment Across Campuses and Colleges – To support implementation of 
DEI plans across the system, there is a need to increase institutional support, guidance 
and alignment for DEI strategies and initiatives.  This includes building structures and 
systems to facilitate DEI communications, share effective DEI practices, enable 
collaborative programming, define outcome measures, develop a shared understanding 
for data requirements and approaches to assessment, and offer relevant educational 
and training programs.   

• UMN DEI Strategic Plan – Led by OED, the development of a systemwide DEI strategic 
plan aligned with MPact 2025 (and perhaps beyond,) offers the opportunity to mobilize 
UMN stakeholders around a shared set of institutional DEI priorities.  A UMN DEI 
strategic plan would serve as the platform for enhancing and developing structures and 
systems designed to maximize DEI expertise and resources.  An enormous benefit will 
be developing UMN’s capacity for the use of data to demonstrate impact.  It is essential 
for UMN to have a shared understanding, knowledge base, and expectations regarding 
the use of data in order to demonstrate progress against UMN-wide DEI priorities.   

 
 
 

Page 55 of 119



Introduction Diversity Equity and Inclusion (DEI) Systemwide Review 

June 10, 2022   4 

INTRODUCTION 
 

A. Scope of Work 

The University of Minnesota’s Office for Equity and Diversity (OED), under the leadership of 
Vice President Michael Goh, engaged Cambridge Hill Partners (CHP) from October 2021 – May 
2022 to undertake the following four tasks and deliverables: 
 
1. Map and analyze the scope and impact of DEI efforts across the University of Minnesota 

(campuses include Twin Cities, Duluth, Morris, Crookston, and Rochester). 
2. Conduct a gap analysis of areas of DEI strengths and opportunities for growth across the 

system. 
3. Understand, assess, and articulate how system, college, campus and academic and 

administrative unit level programs and initiatives align with the systemwide strategic plan 
moving forward. 

4. Make recommendations on optimal DEI organizational structure and specifically for the 
Office for Equity and Diversity and its relationship with other central administrative units. 

 

 
Figure 1:  Project Workflow and Timeline 
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From the beginning and throughout the course of the project, the project team from Cambridge 
Hill Partners (CHP) sought to build strong relationships with the Diversity, Equity, and Inclusion 
(DEI) leaders and to engage key stakeholders who have critical roles and responsibilities in 
facilitating DEI efforts across the system, colleges, campuses, and academic/administrative 
units.  The CHP team entered the work with the acknowledgement that the University of 
Minnesota (UMN) system has been a pioneer in leading DEI efforts in higher education over 
many years.  Nonetheless, in the wake of the murder of George Floyd, the Covid-19 Pandemic, 
and the societal/cultural shifts taking place locally and globally which have shaped our new 
levels of understanding and awareness of DEI-related issues, UMN had also undertaken to 
develop a new systemwide strategic plan, MPact 2025, which embedded DEI goals within the 
plan, specifically under the section on Commitment and Belonging (MPact 2025 – Commitment 
4).  DEI goals related to Commitment and Belonging include “the recruitment and retention of 
diverse talent (representation 4.1), the cultivation of a welcoming and inclusive campus climate 
(climate 4.2), and the advancement of enduring internal and external partnerships 
(partnerships 4.3). 

B. Framing of Final Report 

This Final Report offers a snapshot in time, within the constraints of an academic year that 
operated under hybrid (virtual and in-person) learning, working, and living circumstances.  
Understandably, the DEI landscape at University of Minnesota was significantly impacted by 
major disruption in the wake of the Covid-19 Pandemic.  This has been a difficult period for all 
students, faculty, and staff at UMN and across higher education in general, but particularly so 
for UMN as they have had to uniquely reckon and work towards addressing the many needs of 
their diverse constituents at UMN, the Twin Cities and Minnesota more broadly in the wake of 
the murder of George Floyd.  As we interviewed and had discussions with highly diverse UMN 
stakeholders, we came to appreciate and understand that their efforts to advance DEI work 
have been undertaken in the unique spaces where they are situated locally.  Much of the data 
and many of the reports shared with CHP by relevant UMN units were broken down at different 
levels.   
Thus, this Final Report is written through the lens of three organizational structures (1) colleges, 
(2) campuses, and (3) academic/administrative units, which is how the stakeholders (students, 
faculty, and staff) articulated their responses regarding DEI work and impact.  While we will 
provide over-all systemwide data, it is equally important to note that DEI initiatives will be 
reported at the level of campus, college, and academic/administrative units, which may be the 
more relevant level of analyses.   

C. Process – Activities in Support of Deliverables 

The activities CHP undertook included the following: 
• An extensive review of DEI-related data reports (UMN DEI Inventory data from OED, 

MPact 2025 documents and reports, UMN Institutional Analysis Office data reports, and 
other data shared by campuses, colleges, and academic and administrative units).   

• Interviews and focus groups with relevant DEI stakeholders were conducted virtually 
and in person during two site visits – one in December 2021 where the focus was on the 
Twin Cities and Rochester campuses, and the other in April 2022 where the CHP Project 
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Team visited Duluth, Crookston, and Morris campuses.  The list of meetings and 
attendee groups from these two site visits can be found in Appendix 1.   

• CHP also conducted a Benchmarking Study with eight of the Big 10 Academic Alliance 
member institutions in order to compare central DEI offices relative to the current 
structure of UMN’s Office for Equity and Diversity (See Appendix 2). 

The specific activities undertaken in support of task-specific deliverables are outlined below. 

Task 1 Deliverables: Mapping DEI Efforts 
The CHP Project Team conducted an analysis of the UMN systemwide DEI Inventory data, which 
reported on specific DEI initiatives undertaken by campuses, colleges, and 
academic/administrative units. 
 
DEI Inventory Data Collection Process: 
In June of 2020, a few weeks after the murder of George Floyd, University Relations requested 
information from campuses, colleges, and units about programs that support Diversity Equity 
and Inclusion (DEI) efforts across the system.  OED reviewed and categorized all submissions 
but, noting that the list was not exhaustive, invited colleges, units, and campuses in May of 
2021 to review original submissions and add new entries that were initiated since the original 
inventory of 2020. 
 
During CHP’s December 2021 visit, CHP was presented with the DEI Inventory raw data from 
the above two inventories.  In consultation with CHP, OED undertook a review of the data with  
the DEI Systemwide Leadership Collective to update the spreadsheet that then contained 1000+ 
DEI related initiatives.  Vice President Goh presented the process at the February 4, 2022, 
Leadership Collective meeting, and then unit representatives had approximately two weeks to 
review their individual college/unit spreadsheets, with the following work objectives: 

• Remove redundancies or duplicate entries 
• Add any initiatives that are missing at the college/unit/campus levels 
• Remove non-DEI relevant entries 
• Indicate how these initiatives map onto action items in Commitment 4 of MPact 2025 
• Indicate whether a specific activity had an evaluative component 

There was a total of 1,061 initiatives analyzed.  We mapped and coded the scope of these DEI 
efforts across the system, according to the MPact 2025 goals under Commitment 4: Community 
and Belonging.  These goals were broken down by Representation, Climate and Partnerships, 
which were then further broken down into sub-goals.  We also identified the campus 
community members who have been served (students, faculty and/or staff) and in what areas.  
(See Appendix 3 for definitions and the coding process and organizations completing the 
inventory.) 
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Task 2 Deliverables:  DEI Gap Analyses 
CHP conducted an assessment of DEI strengths and opportunities, through the lens of MPact 
2025 Commitment 4: Community and Belonging goals.  We reviewed the MPact 2025 
Accountability Report, specifically related to progress made in the areas of representation, 
climate, and partnerships.  We conducted interviews and focus groups to identify DEI changes 
since the adoption of MPact 2025 and over the past year.   

Task 3 Deliverables:  Alignment of DEI Efforts 
Through qualitative interviews, focus groups and discussions, as well as reviews of strategic 
plans and other reports, CHP identified where alignment is strong across the system and within 
colleges, campus, and academic/administrative units and where these DEI efforts need to be 
strengthened to be more fully aligned to MPact 2025 goals.  We also met with Senior Leaders to 
gain their perspectives and understanding of their current DEI landscape, structure, and areas 
of improvement. 

Task 4 Deliverables:  DEI systemwide structures and OED organizational structures 
CHP conducted extensive interviews with OED staff and DEI stakeholders (faculty, staff, and 
students) at the colleges, campus, and academic/administrative units levels to ascertain their 
level of engagement, collaboration, and support of DEI initiatives and the extent to which such 
initiatives were supported by OED; in partnership through provision of resources or direct 
consultation. 

D. How Report is Organized 

The Final Report includes three sections. 
1. An overview of the current DEI Landscape related to MPact 2025 and then DEI 

structures-- systemwide and by colleges, campuses, and academic/administrative units.  
While this information/data was collected during the 2021-2022 academic year, in the 
midst of the pandemic, it does provide a baseline description of the current state of DEI 
work.  The current structure of OED is also specifically highlighted in this section. 

2. Strengths and opportunities via gap analyses informed by quantitative DEI initiative 
inventory data and qualitative data from interviews, discussions, and site visits.   

3. Recommendations based on the four tasks and deliverables for this project.  
We should also note that in areas of the report where there are terms or phrases that are 
specific to UMN or which need to be further clarified, we do provide definitions either as 
notations within the narrative or data table or in the appendix of the Final Report, as needed.
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CURRENT DEI LANDSCAPE AT UNIVERSITY OF MINNESOTA (UMN) 
A. MPact 2025 

Introduction 

The UMN systemwide DEI inventory data, which reported on specific DEI initiatives undertaken 
by campuses, colleges and academic/administrative units served as the basis for mapping and 
analyzing the scope of these DEI efforts across the system, according to the MPact 2025 goals 
under Commitment 4: Community and Belonging.  The first task was to review the list and 
include only the 1,061 initiatives that explicitly identify DEI goals as a main purpose.  For 
example, orientation programs offered to all graduate/professional students were not included 
in the analysis even though such programs may help with retaining BIPOC and/or 
underrepresented students.  Decisions were based on the initiatives’ titles and descriptions and 
additional information from the website if necessary and available. 

A number of limitations and caveats should be noted about interpreting the data used for the 
current report.  The inventory data are limited to a count of initiatives, and all initiatives were 
treated equally despite significant differences in their breadth and scope.  Thus, a low 
percentage of initiatives attending to an MPact 2025 goal does not necessarily reflect a lack of 
attention because the initiatives could be broad in their scope (e.g., multi-year program vs. one 
day event) and impact (e.g., all campus members vs. only faculty).  Another important caveat 
about the data is that it was collected at a single point in time that was a unique point in the 
institution’s history.  For example, a relative lack of initiatives or attention to a particular MPact 
goal or subgoal may reflect shifts made to address the demands associated with Covid-19 or the 
immediacy of needs brought on by the murder of George Floyd or the turmoil of the 2020 
election.  Finally, the data reflect a focus on current initiatives and do not necessarily reflect 
past efforts.  For example, a lack of climate initiatives (4.2) may have occurred because a 
reporting unit attended to and improved climate through past efforts and so shifted its 
attention to representation (4.1) or partnerships (4.3).   

There are not trend lines reflecting trends in representation, retention, and disparities in 
academic achievement in this report because of limitations in the ways in which data were 
reported.  Ways to move beyond these limitations are presented in our recommendations. 

How are DEI Initiatives Distributed Across MPact 2025 Goals? 
To create the distribution of initiatives to MPact 2025 goals, each initiative was mapped to one 
goal and one subgoal.  Responses to the request to identify the MPact 2025 goals and subgoals 
varied with some people choosing multiple goals/subgoals and others selecting no 
goals/subgoals.  To make the coding consistent, all initiatives were reviewed and assigned to 
one goal/subgoal based on the title and description and information from the website if 
necessary and available.  The one exception was that initiatives addressing the goal of 
representation could be scored under the two subgoals of recruitment and retention (e.g., 
multi-year scholarships that provided financial aid to BIPOC students helped both to recruit 
students to attend and to continue their studies at the University.  There were some initiatives 
that did not map to MPact 2025 but were DEI focused, and these were labelled as DEI Goal 
Beyond MPact 2025. 
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The MPact 2025 goal distributions for the System, Colleges, Academic/Administrative Units, and 
Campuses are presented in Figure 2 and are the bases for the analysis.  Colleges, Campuses, and 
Academic/Administrative units varied widely in the number of initiatives they reported so the 
review was based on percentages of initiatives rather than raw numbers to make the data 
comparable across the organizational structures.  

 
Figure 2:  Initiatives by MPact 2025 Goals 

 

Representation (4.1) 
Representation received the most attention systemwide (43%) and from all organizational 
structures, ranging from 37% to 45% of all initiatives.  The greatest percentage of 
representation initiatives was directed toward recruitment (4.1.1) and retention (4.1.2), while a 
much smaller percentage was concerned with reducing disparities (4.1.3).  The smaller 
percentage of initiatives that addressed reducing disparities may not necessarily be a gap in 
initiatives to this subgoal.  One possible explanation for the uneven distribution among the 
subgoals is that the initiatives were scored for only one MPact 2025 goal even though they may 
have been indirectly connected to other goals.  Thus, initiatives may have been scored as 
retention and not as reducing disparities because the initiatives’ direct impact was increasing 
retention and its indirect or secondary impact was decreasing a disparity.  For example, 
initiatives that had the direct impact of increasing undergraduate retention (4.1.2) were scored 
only for retention, although they most likely had the secondary effect of increasing graduation 
rates (4.1.3). 
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Climate (4.2) 
Climate was the focus of a significant percentage of initiatives at the system level and from all 
organizational structures although the percentages varied among the organizational structures.  
The climate goal had the second highest percentage for Systemwide (37%), Campuses (40%) 
and Colleges (40%).  In comparison, Academic/Administrative Units reported that 27% of their 
initiatives addressed climate. 

Percentages of initiatives focusing on the individual subgoals showed some interesting 
differences among the subgoals and reporting structures.  The climate survey (4.2.1) and 
education and training (4.2.3) had an equal percentage at the Campus level, and Colleges 
reported a higher percentage attending to education and training (4.2.3) than the climate 
survey (4.2.1).  For Colleges, the subgoal of education and training (4.2.3) had the highest 
percentage of all subgoal initiatives.  One common finding for all organizational structures was 
the small percentage focusing on job satisfaction (4.2.2) such that all of the three structures 
reported less than 1% of their initiatives focused on job satisfaction.  This lack of attention 
merits study as a possible a gap in fulfilling MPact 2025 goals.   

Partnerships (4.3) 
Percentages for Partnerships systemwide was 16% but varied across the three organizational 
structures.  Academic/Administrative Units reported the highest percentage with over a quarter 
(28%) of initiatives focused on partnerships while Campuses (15%) and Colleges (9%) reported 
smaller percentages.  Most of the initiatives that addressed partnerships tended to focus on 
driving mutually beneficial relationships with underserved communities and strategic partners, 
such as partnerships with Tribal nations and indigenous communities.  Almost no initiatives 
addressed the subgoal of advancing deeper understanding of the institution (4.3.1).  

DEI Goals beyond MPact 2025 
Systemwide and all organizational structures reported a small percentage of initiatives (4-6%) 
that focused on diversity goals outside of the MPact 2025 goals.  The initiatives that fell in this 
category tended to focus on building capacity to engage in effective DEI work.  The descriptions 
of these initiatives often referenced creation of committees, development of strategic plans, 
designation of financial resources, and hiring of staff dedicated to diversity, equity, and 
inclusion.  Although the percentage of these initiatives is relatively small, the consistency of the 
focus of initiatives appearing across the three organizational structures suggests its importance. 

Campus Analysis of MPact 2025 
An analysis comparing the work of the four campuses (excluding Twin Cities) was conducted in 
response to the campuses’ perspective that they differ in terms of their students’ needs, 
geographic and community demographics, and goals.  The MPact 2025 goal distributions for the 
four campuses are presented in Figure 3.  The data presented in the Figure are the basis for the 
analysis.  
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Figure 3:  Campus Initiatives by MPACT 2025 Goals 
 
When data for each campus was compared, differences emerged in the distribution of the 
initiatives across the three MPact 2025 goals.   

• Each campus had a different goal that had the highest percentage of initiatives: 
Crookston, partnerships (4.3); Morris, climate (4.2); and Duluth, representation (4.1).  
Rochester had its own pattern dividing its percentages nearly equally between 
representation (4.1) and climate (4.2).   

• Similarly, the goal with the lowest percentage varied across the campuses.  For 
Crookston it was climate (4.2), for Morris and Rochester it was partnerships (4.3), and 
for Duluth climate (4.2) and partnerships (4.3) were nearly equal. 

Intended Beneficiaries  
To answer the question of who were the intended beneficiaries, a final round of coding 
assigned one group to each initiative.  Once again, the coding used information supplied on the 
inventory when possible and additional information from the website when necessary and 
available.    

• The three major campus groups were: all campus members, employees, and students.  
• Employees were further divided into only faculty, only staff, and all employees (faculty 

and staff), and that of students into undergraduates, graduate/professional, and all 
students (undergraduate and graduate/professional).   

• Groups that fell under the non-campus category were typically outside the campus.  
Outside groups included Tribal nations, community partners, non-profit organizations, 
youth groups and professional groups. 

• Alumni were the one exception and were included in the non-campus category because 
of their infrequency as the intended beneficiaries, except for the office dedicated to 
alumni relations.   
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The distributions of the intended beneficiaries for the System, Colleges, 
Academic/Administrative Units, and Campuses are presented in Figure 4.  The data presented 
in the figure are the basis for the analysis.   

 
Figure 4:  Initiatives by Intended Beneficiaries      

Students as the Intended Beneficiaries 
• Students were the overwhelming intended beneficiaries systemwide.  This emphasis 

was reflective of Campus efforts (63%) and most of the initiatives focused on 
undergraduates, which probably reflected the largely undergraduate enrollment on 
three of the four campuses.   

• Approximately half (51%) of Colleges’ initiatives had students as the beneficiary group.  
These initiatives were most likely to be concerned with recruitment and/or retention for 
all student groups.   

• Students were the intended beneficiaries of only 28% of Academic/Administrative unit 
initiatives probably because those offices are often intended to serve faculty, staff, or all 
campus members.  The initiatives were unevenly divided with twice as many initiatives 
targeting undergraduates (11%) and all students (11%) as graduate students (6%).  

Employees (Faculty and Staff) as the Intended Beneficiaries 
• Employees were the intended beneficiary group for a smaller percentage of initiatives 

than students both systemwide and for all organizational structures.  The percentage of 
initiatives that focused on any employee group was around one fifth of all initiatives for 
the system (17%), Academic/Administrative units (22%) and Colleges (16%) versus 8% 
for Campuses.  Each structure focused on a different employee group.   

Page 64 of 119



Current DEI Landscape Diversity Equity and Inclusion (DEI) Systemwide Review 

June 10, 2022   13 

• Academic/Administrative units tended to focus initiatives more heavily on staff (14%) 
compared to faculty (4%), while Colleges reversed the order such that faculty initiatives 
(8%) had more than double the percentage of staff initiatives (3%).    

• Finally, for Campuses, few initiatives focused on faculty alone (1%) or staff alone (1%).  
Interestingly, the percentage of initiatives focusing on all employees (faculty and staff) 
was relatively similar across the organizational structures (4-6%).   

The goal of the initiatives varied depending on the intended beneficiaries and organizational 
structure.  When students or faculty were the focus, initiatives for all organizational structures 
focused on representation (4.1).  Initiatives involving staff (either staff alone or staff & faculty) 
were more likely to be directed toward climate (4.2), and in particular education and training 
(4.2.3).  Campus initiatives for only faculty and only staff were sufficiently small that no 
comparison could be made among the goals.     

All Campus Members as the Intended Beneficiaries 
About a fifth of all initiatives focused on all campus members regardless of organizational 
structures with the greater percentage of the initiatives involving education and training (4.2.3). 

Campus Analysis of Intended Beneficiaries 
A campus analysis (once again excluding Twin Cities) similar to the one for MPact 2025 goals 
was conducted to address differences in intended beneficiary groups, and similarities and 
differences emerged.  The distributions of the intended beneficiaries for each Campus are 
presented in Figure 5, and the data are the basis for the analysis.  

 
Figure 5:  Campus Initiatives by Intended Beneficiaries 
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• The majority of initiatives at Duluth, and Rochester and three quarters at Morris were 
student focused when the cumulative total of the three student categories was 
considered.  Not surprisingly given the different student makeup of the three campuses, 
the distribution among the student groups varied, with Morris focusing all of its efforts 
on undergraduates while Duluth and Rochester focused on both graduate and 
undergraduate students.  The numbers of undergraduates and graduate students vary 
by campus (Crookston and Morris campuses currently do not have graduate programs), 
so this may in part explain some of the variation. 

• At all campuses, faculty alone and staff alone were the intended beneficiaries of only a 
small percentage of initiatives.  The relatively small percentage which addressed the 
unique needs of faculty and staff may be an area to review and address.   

• Crookston had a unique pattern of intended beneficiaries in several ways.  When 
compared to other campuses, Crookston devoted the highest percentage to employees, 
focusing 27% of its initiatives on all employees (faculty and staff), and to non-campus 
beneficiaries (27%).   

• Rochester stood out from the other campuses because it focused about one-third of its 
efforts on all campus members, perhaps more feasible given the smaller campus 
population.  

B. DEI Structures at UMN 

The University of Minnesota has a rich history of developing DEI initiatives in order to address 
the evolving needs of diverse students, faculty, and staff and a strong commitment in 
supporting efforts that build a more inclusive academic community.   

In 2006, UMN re-aligned diversity efforts to bring together a number of DEI-related units which 
became the basis for what is now the current Office for Equity and Diversity (OED), a 
systemwide, centralized Office whose mission is to: 

Increase access to higher education by advocating for members of our community and 
emphasizing the importance of diversity in promoting learning and development at the 
University of Minnesota.  Our commitment to equity and diversity is the shared responsibility 
of students, staff, and faculty, and must be supported and guided by all levels of leadership. 

OED has been a critical driver in ensuring that diversity, equity, and inclusion are acknowledged 
and practiced as key institutional principles that are integrated into the living and learning 
communities across the system, in colleges, campuses and academic/administrative units.  

As a highly de-centralized institution with five campuses, UMN also has an elaborate set of DEI 
structures beyond the work of OED.  These structures often operate with a great deal of 
autonomy, which allows for innovation but may also impede coordination and synergistic 
collaborations.  They range from stand-alone offices with a DEI Senior Leader with staff and 
resources; single DEI Leader with some resources; Standing DEI Committees with associated 
resources; DEI Committees that are periodically convened; DEI-focused organizations with few 
to no resources; and DEI groups that are convened by committed stakeholders.  Given this de-
centralized organization, communication is a constant challenge and has become even more 
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complex in the current social and cultural landscape.  For example, at one system campus, a 
Campus DEI Steering Committee met with CHP consultants, but the group apparently had never 
been previously convened as a formal committee.  

As UMN moves to the next stage of DEI organizational evolution, a focus on autonomy may 
need to be balanced with more systemwide approaches to aspects of DEI in order to be better 
able to articulate one clear narrative; provide consistent reporting of data related to the 
current state of DEI across the UMN system; and systematically measure outcomes of specific 
DEI initiatives. 

Office for Equity and Diversity (OED) 
As the systemwide centralized office supporting diversity, equity and inclusion across the entire 
University of Minnesota, OED staff and their senior leadership teams were interviewed by CHP 
in order to understand the scope of their individual roles and responsibilities, as well as their 
understanding of the broader work of OED.  CHP also conducted focus groups with students, 
faculty, and staff whom OED identified as DEI stakeholders who could provide context and 
insights into the work of OED.  Using structured interviews, CHP also conducted individual 
interviews with OED leaders who provide oversight of major areas of work. 

OED’s structure has been in a state of transition over the past year (see Figure 6 of the 
organizational chart from August 2021).  The chart indicates open positions as of that time 
period, but it does not reflect the recent staffing transitions that have occurred or have been 
announced over the past few months and appear below.  The OED staffing concerns were 
echoed in the interviews and focus groups we conducted with OED staff. 

At the time of publishing this final report, the organization chart in Figure 6 below has since 
experienced some transitions: 

• Vice President Michael Goh will be stepping down from his position and returning to his 
faculty role on July 1, 2022.  A search is in progress. 

• Professor Tadd Johnson’s role as Senior Director of American Indian Tribal Nations 
Relations was redirected to the newly appointed Senior Adviser to the President for 
Native American Affairs, Office of Native American Affairs, in the President’s Office and 
he has announced a phased retirement at the end of the academic year. 

• Associate Vice Provost Virajita Singh has been appointed Chief Diversity and Inclusion 
Officer for the Minneapolis Institute of Art.  

• Donna Johnson, Director of the Disability Resource Center will be retiring.  A search is in 
progress.   

• Gender and Sexuality Center for Queer and Trans Life (GSC) Interim Director Finn 
schneider was appointed Director and Ombuds at the U of M Student Conflict 
Resolution Center.  A search is in progress. 

• Louis Stokes North Star STEM Alliance director Rebecca Fabunmi was appointed Director 
of Economic Development & Policy Inclusion in the city of Minneapolis Mayor’s Office. 

• Kelly Collins joined OED as associate director of the Education Program. 
• A search is underway for the Director of Education Program. 
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Figure 6:  OED Organizational Chart, August 2021 

OED Purpose and Role 

OED has stated its current priorities as being centered and embedded in the MPact 2025 Goals 
of Community and Belonging, which inform all aspects of their work now:  Representation, 
Climate, and Partnerships.  These three goals have been the organizing principles that drive the 
work over the past year. 

The majority of the OED Staff view OED’s purpose and role at UMN as the following: serve as a 
resource and thought leader; programming; education/training/learning; consultation; 
providing access and inclusion; creating community; sustainable transformation; compliance; 
and accountability. 

OED has provided an evolving and expansive definition of diversity and purpose, but they 
particularly center their work as indicated below, which is derived from the OED Website. 
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OED also serves as a convener of critical DEI groups, which have provided important 
opportunities for DEI stakeholders across the system to learn about DEI initiatives; effective 
programs, policies, and practices; and share resources.  These groups serve as important 
organizational bodies that allow for better communication, more effective collaboration, and 
synergistic partnerships.  

● Diversity Community of Practice (DCoP) 
● DEI Leadership Collective 

● CollegeMADE 

OED also serves as a convener of critical DEI groups, which have provided important 
opportunities for DEI stakeholders across the system to learn about DEI initiatives; effective 
programs, policies, and practices; and share resources.  These groups serve as important 
organizational bodies that allow for better communication, more effective collaboration, and 
synergistic partnerships.  A full description of the groups below can be found in the Appendix 4. 

● College MADE (Multicultural Access, Diversity, and Equity)    
● Diversity Community of Practice (DCoP) 
● DEI Systemwide Leadership Collective 

OED Staffing 

OED Staff shared concerns about the limited staffing capacity and turnover in the past year, 
which has made current staff particularly overwhelmed by the many expectations and requests 

UMN Office for Equity and Diversity (OED Website, May 2022)  
What we mean by diversity: 

We employ an expanded definition of diversity, recognizing the importance of ensuring that all members of 
our community have equitable access to the University and its resources.  We center underrepresented 
populations who face systemic barriers that impact their experiences on campus.  Our goal is to reduce or 
remove barriers for all members of our community. 

It is our responsibility as an institution—as part of our commitment to creating a welcoming and affirming 
climate—to serve and support the following individuals and groups at the University of Minnesota: 

American Indians and other indigenous populations 
People of color, including underrepresented groups and new immigrant populations 
People with both apparent and non-apparent disabilities 
People who identify as women 
People of various gender and sexual identities and expressions 
First-generation students 

We also address issues of access and climate for individuals who might encounter barriers based on their 
religious expression, age, national origin, ethnicity, or veteran status.  Furthermore, we recognize the 
importance of working with people who claim more than one of the above identities. 
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across the system.  As one staff member stated, “They are past crisis point with capacity.”  They 
feel they are able to do the day-to-day management of addressing needs and crises that arise 
but cannot do long term planning and goals setting.  

• OED Staff expressed the need for less programming and more thought leadership, 
assessment/metrics development, owning the research and best practices related to DEI.   

• OED Leadership needs to be more equally distributed, with additional support and 
resources provided to the AVPs (Associate Vice Provosts and Associate Vice Presidents) 
based on the scope of the work within each of their areas.   

• OED Staff would like to see OED as a systemwide DEI leadership convener.   
• Across all OED interviews and focus groups, respondents expressed a need for 

additional OED staff, especially given the extensive needs that have been identified and 
expressed by students, faculty, staff and community members across all campuses, 
colleges, and academic/administrative units. 

Participants (non-OED staff) in interviews and focus groups with DEI stakeholders shared their 
perceptions about the current role of OED and their wishes for the future.  They addressed a 
number of topics which are discussed below. 

OED-Based DEI Educational Programs and Training: 
OED’s educational programs and training offerings were widely acknowledged as essential DEI 
resources that many staff, faculty and students have found helpful and highly impactful.  OED 
has been able to provide extensive DEI educational programs and trainings through their 
numerous workshop offerings and the Equity Certificate Hosted Online (ECHO) DEI certification 
program.  

● The system campuses, in particular, felt that they had limited access to 
opportunities for education/training offered by OED, due to distance and limited 
offerings available.   

● Despite the extensive number of workshops and trainings provided, a number of 
stakeholders expressed interest in more advanced DEI offerings.   

● There is a perception that there is not enough staffing capacity within OED to meet 
the need for more DEI education and training across all units in the UMN system.   

● A number of respondents indicated that there should be more OED staff who could 
provide more advanced DEI expertise.   

● Respondents also expressed the need for OED staff to engage more faculty with 
scholarly expertise in DEI-related areas who could provide this level of depth and 
breadth, as well as build a larger capacity of educators across colleges and 
campuses. 

Metrics, Assessment and Accountability 
OED does not currently have much staffing capacity for developing more in-depth DEI metrics, 
assessment, and accountability systems.  Some respondents indicated that the lack of a stand-
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alone DEI strategic plan within OED has made it difficult to prioritize OED goals and work plans, 
as well as to develop common metrics and shared accountability systems.  

Strategic Leadership 
Respondents also indicated that OED needs to provide stronger strategic leadership across the 
system overall.  Many respondents would like OED to assist campuses, colleges and 
academic/administrative units in the development and implementation of their DEI strategic 
plans, as well as measure progress and impact.  OED is often seen as responding to needs as 
they arise, which is appreciated, but makes the capacity for more systematic and strategic 
leadership more difficult.  

System Organization and Capacity  
There are a variety of formal and informal structures that have been developed to support the 
DEI efforts on campuses, colleges, and academic and administrative units across the system.  
Since the adoption of the MPact 2025 Strategic Plan, there have been efforts made to align 
local and unit-based DEI strategic plans to MPact 2025.  The alignment of DEI efforts has been 
difficult to achieve because of the variability in DEI infrastructures that currently exist.   

• Some colleges have institutionalized structures that include a designated and full-time 
DEI senior leader, staffing, resources, and budgets, as well as committees that are 
accountable to the DEI senior leader (e.g., the Medical School).   

• Some units are in various stages of capacity building, and many have established DEI 
Committees and more recently, campuses and colleges have hired full-time DEI officers.  
Accountability and reporting structures for DEI officers vary.   

• There are University Senate committees, such as the Equity, Access, and Diversity (EAD) 
Committee, which reviews “compliance of University policies, programs, and services on 
equal opportunity, affirmative action, and diversity from a system perspective.”   

• There are DEI Committees on campuses that have been newly formed and are still 
developing strategic plans and developing resources to support DEI efforts.   

• DEI infrastructures across the system have very few mechanisms for establishing 
partnerships and collaborations in strategic, intentional, and more systematic ways.   

• OED has begun to serve as a convener for many of these groups, notably through DCoP 
and the DEI Systemwide Leadership Collective, but there should be established 
mechanisms for more systematic and streamlined DEI infrastructures across the system 
to avoid duplication and inefficiencies. 

DEI Strategic Plans 
In addition to the MPact 2025 Systemwide Strategic Plan which intentionally embeds DEI 
systemwide goals, particularly in Commitment 4  Community and Belonging section of the plan, 
campuses and most colleges have developed their own local DEI Strategic Plans.  In a few cases, 
these DEI Strategic Plans have been particularly centered on anti-racism and set goals for anti-
racist policies and practices.   
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CHP reviewed available DEI Strategic Plans from four campuses and twelve colleges.  There was 
great variability among these plans with respect to overarching goals, specificity of goals, 
targeted populations, metrics, actions, and accountability processes.  Some had very detailed 
goals and sub-goals tied to actions to be taken, and others had more general goals.  A number 
of DEI strategic plan goals were embedded into the strategic plan for the unit as a whole.  Many 
were written over the last three years, and a few had been developed more than 5 years ago.    
A few colleges and campuses were in the process of developing their DEI strategic plans.  Many 
administrative unit stakeholders who were interviewed indicated that they were still actively 
developing their DEI strategic plans.  A result of the variability in timeframes for these plans is 
that while some take MPact 2025 into account, others do not.
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STRENGTHS AND OPPORTUNITIES 
CHP conducted gap analyses to ascertain the current strengths and opportunities related to DEI 
work at the UMN system, particularly in the areas of representation, climate and partnerships 
as defined by MPact 2025.  We sought to understand what initiatives were perceived to be 
working well and what DEI work is not currently being undertaken that people would like to see 
or were not being met in these areas.  We also used the information from interviews, focus 
groups with OED staff and leadership and key stakeholders the benchmarking study and the DEI 
inventory data to identify common themes relating to organizational structure and 
effectiveness both within OED and at UMN more broadly. 

MPact 2025  

Representation (4.1) 

In the areas of recruitment (4.1.1) and retention (4.1.2), stakeholders who were interviewed or 
who participated in focus groups reported highly successful DEI recruitment initiatives which 
have been instrumental in improving the numbers of BIPOC and underrepresented students to 
UMN campuses.  Their responses are consistent with the data from the initiatives inventory 
that showed that the greatest percentage of initiatives focused on representation, particularly 
recruitment (4.1.1) and retention (4.1.2). 

• The progress in BIPOC student enrollment overall across the system has been a result of 
intensive DEI recruitment initiatives, such as TRIO programs, scholarships which fund 
first generation college students and American Indian and Indigenous students, and 
discipline-focused recruitment (e.g., medicine, biological sciences, education, 
engineering).   

• There are strong and successful pipeline programs such as the summer research 
program at the Veterinary School.  Retention programs for students have also been a 
strong focus. 

• The Rochester campus also provided a great example of the ways in which they have 
fully integrated their recruitment of BIPOC and other underrepresented groups of 
students into a wide array of innovative recruitment events, involving family members 
and inviting students to campus as a cohort group.  This approach has provided 
reassurance to families that their students would be part of an inclusive and welcoming 
community at Rochester.   

Faculty and graduate student recruitment (4.1.1) and retention (4.1.2) have also been identified 
as priority areas for improvement.  Again, data from the inventory are consistent with 
stakeholders’ reports. 

• BIPOC faculty representation remains the most critical priority to be address across the 
UMN system.  Academic equity and systemic transformational change cannot be 
achieved without the intentional recruitment, hiring and promotion of BIPOC faculty. 
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• A new faculty initiative, iChange (part of Aspire: The National Alliance for Inclusive & 

Diverse STEM Faculty), holds great promise.  UMN has been chosen to join this 3-year 
institutional change effort to develop inclusive faculty recruitment, hiring and retention 
practices.  This systemwide initiative should be fully supported and institutionalized over 
time.    

• A number of respondents indicated that efforts to share resources and partner across 
campuses to provide shared faculty appointments could assist in more successful faculty 
recruitment and retention.  There are some campuses that are struggling with the 
recruitment and retention of BIPOC faculty and could benefit from additional resources 
and consultation in developing systematic initiatives to support their work.   

• DEI stakeholders, particularly on the other campuses beyond the Twin Cities, strongly 
recommended that UMN consider sharing faculty appointments.  UMN may wish to 
consider systemwide faculty recruitment and retention strategies which might offset 
some of the disadvantages of location experienced by the more rural UMN campuses.  
Understandably, potential faculty candidates look at the diversity of the geographic 
areas in which UMN campuses are located.  Creating community across campuses is a 
strategy successfully employed by peer institutions.  For example, at one peer 
institution the central DEI Office partners with their university’s ADVANCE Program to 
convene discussion groups with BIPOC faculty in order to build community and 
understand issues and concerns.  Other research institutions have leveraged their 
faculty and postdoctoral trainees who participate in the National Center for Faculty 
Development and Diversity (NCFDD) programs to bring together BIPOC and 
underrepresented faculty and postdocs to form community networks related to issues 
around navigating their professional advancement in the academy.  

• More systematic support and additional resources for BIPOC faculty across campuses 
and colleges was also identified as an area of opportunity for UMN.  These should be 
widely accessible to faculty of color across campuses and colleges in order to facilitate 
new interdisciplinary research and develop resources for their work.  These mechanisms 
could significantly advance the growth and visibility of research by faculty of color and 
also disseminate critical research on diversity, equity, and inclusion. 

• The President’s Postdoctoral Fellowship Program has also allowed UMN to identify, 
recruit and hire young scholars from diverse backgrounds to help them develop and 
eventually be appointed into tenure-track faculty positions.  However, at this point in 
time the funding for this program is not sufficient and/or sustainable to allow for growth 

The recruitment of underrepresented minority faculty (URM) has always been 
competitive, especially for African American faculty.  Since the murder or George 
Floyd, that competition has increased.  Indiana University has committed $30 
million dollars over five years for the recruitment and retention of URM faculty and 
staff.  Vice President Wimbush will be overseeing these efforts. 
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across the system, particularly in having positions made available in areas of high need 
within certain academic units and/or campuses.   

Climate (4.2) 
Climate has been a critical concern—creating an environment where everyone feels they 
belong.  

• Education and training programs (4.2.3) have been particularly strong and instrumental 
in helping to address climate concerns.  In the inventory data, colleges in particular 
reported a high percentage of initiatives that included education and training.  There 
have been extensive offerings provided by OED and the GOPHER Equity Project, along 
with more specific DEI education/training offerings provided by specific campuses, such 
as those developed at UMN Duluth, UMN Morris, and UMN Rochester.  There was a 
perception that while there are indeed many DEI educational/training programs offered, 
there was a need for more, with offerings that provide greater nuances and ways to 
measure progress in how skills and knowledge are being applied in the work and 
learning environments.  While these education and training programs are viewed as 
signature programs with high impact, they are reported to lack sufficient funding and 
staffing resources in order to fully meet the systemwide demands for participating in 
these programs. 

• DEI-centered policies and guidance on effective practices, particularly in the classroom 
(e.g., inclusive pedagogy), should be clearly communicated and systematically applied 
and monitored.  This is vital for transparency and awareness of their existence.   

• There is an ongoing need to address microaggressions and bias incidents.  While there 
are policies and practices which have been clearly communicated, some interviewees 
shared that these are not often followed or effectively applied to ensure that the 
incidents are adequately addressed.   

• There were concerns shared about the ways in which DEI labor have been distributed or 
more often than not left to BIPOC staff, faculty and/or students.   BIPOC staff feel like 
DEI work has “shined a spotlight on their work and they are now being evaluated in 
ways that other areas of the university are not scrutinized.”  The sense of being always 
critiqued and hyper-visible make their work even harder.  “DEI work is critical and 
urgent, but it feels thankless and not valued”.  They mention the need for additional 
compensation, support, reward, and recognition. 

• While there is progress that has been made related to university administration senior 
leadership, there are still concerns around lack of diversity in the senior leadership 
ranks.  There is concern that even when BIPOC leadership and/or faculty are hired in the 
system, their time in these positions is often brief. 

• In some of the system campuses, student respondents indicated troubling concerns 
about lack of safety both inside and outside of campus due to biased treatment and 
discriminating behaviors experienced in these communities.  Some students also shared 
that policies and practices were also not well communicated, and when there were DEI-
related complaints filed, they were not addressed fully or in a timely fashion.  Students 
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indicated that faculty often were not knowledgeable about DEI policies and procedures, 
and they often lacked the skills to respond to students’ concerns. 

• In a number of the colleges in Twin Cities, the DEI infrastructures developed have 
created a strong sense of community and belonging.  Student organizations, for instance 
in the medical school, have provided space and opportunities for professional 
development, mentoring, and strong community support for students.   These initiatives 
and practices need to be scaled up and provided with resources that allow them to be 
sustainable and institutionalized. 

• Employee job satisfaction was a concern, especially in conversations with the DCoP 
members and particular examples shared by employees about the toll that the 
pandemic and the aftermath of the murder of George Floyd has taken on them and the 
constituents they support on a daily basis.  This concern may be related to the small 
percentage of initiatives that focused on employee job satisfaction and employee issues 
overall. 

Partnerships (4.3) 
There were very robust examples of partnerships developed and sustained over many years in 
support of DEI goals.   

• The Rochester Campus has developed very strong relationships with the Mayo Clinic, 
corporations such as Google and community entities within the city of Rochester, which 
have provided opportunities for Rochester Campus students with critical resources that 
foster their academic and professional development, as well as their sense of 
community and belonging.  (4.3.3) 

• The Duluth Campus has partnerships established with Federal and State agencies and is 
providing training for Federal and State government officials on Tribal Nations history 
and relationships.  This effort is generating additional funding as well as supporting 
partnerships with area Tribal nations.  (4.3.2) 

• The Morris Campus is the only four-year college in the upper Midwest federally 
designated as a Native American-Serving Non-Tribal Institution.  As such, it has highly 
developed resources and support structures for Native American students, but it has 
also developed very strong community ties and partnerships with Native American 
communities and other local communities of color, such as the Latino community.  
(4.3.2 and 4.3.3) 

• Crookston used its Economic Development Administration office as a frequent partner 
with the local communities.  (4.3.3) 

• Partnerships with K-12 schools were common across the system, and these 
opportunities for students in the community to participate and learn more about UMN 
were mentioned as real strengths.  (4.3.3) 

• There were opportunities for partnerships that were not fully explored or leveraged.  
For instance, some campuses mentioned that there were existing diverse communities 
in nearby towns, but there have been no systematic efforts to engage these 
communities in meaningful partnerships to recruit students or staff, or to have these 

Page 76 of 119



Strengths & Opportunities Diversity Equity and Inclusion (DEI) Systemwide Review 

June 10, 2022   25 

communities in dialogue with them to address broader culture or climate issues.  A 
number of stakeholders cited lack of resources (financial and staff capacity) and 
institutional commitment in limiting the development of these partnerships. 

Intended Beneficiaries  
The intended beneficiaries varied by organizational structure, which probably reflected their 
purposes and roles at the institution. 

● Academic/Administrative Units devoted the highest percentage of initiatives to staff, 
although the percentage remained low. 

● A low percentage of college initiatives focused on faculty and most of the initiatives 
addressed climate (4.2).   

● The low percentage of initiatives focusing on employees in general may indicate a 
need for increased efforts directed toward faculty and staff.  However, OHR reported 
during a meeting that it was planning a number of initiatives addressing staff and 
faculty needs and interests, and these initiatives are not reflected by the inventory.    

● The high percentage of initiatives directed toward students is consistent with the 
student-centered focus of higher education.   Thus, for both colleges and campuses, 
students (including undergraduate and graduate/professional) were the most 
frequent beneficiaries.  

OED Current Structure 
Given the significant number of staff transitions in OED over the past year, this moment may 
provide an opportunity to reconsider structural changes with respect to the various existing 
positions and roles/responsibilities across the unit.   OED’s leadership team is very much valued 
across the system –from Vice President Michael Goh to the Associate Vice Provosts and 
Associate Vice Presidents and the various Directors and staff members across OED.   

• The focus groups and interviews acknowledged their hard work and dedication, but they 
also recognized how under-resourced OED is with respect to having the capacity to 
meet the enormous needs related to DEI across various organizational units (campuses, 
colleges, academic and administrative units) within the UMN system, as well as across 
the diverse communities in Minnesota.   

• OED may lack the right levels of staffing housed within their administrative unit in order 
to provide systemwide DEI strategic leadership, capacity building mechanisms (for 
development of effective policies, practices, and resources), and accountability 
structures (metrics and assessment tools and expert consultation) that position it to 
effectively lead the UMN system to fulfill its DEI goals.  As one respondent put it, “OED 
needs to be authorized to provide strategic leadership.”  For example, there are 
opportunities for OED to provide better cohesion (through effective communication and 
operational alignment) of DEI efforts across the system and be able to clearly assess and 
monitor progress towards DEI goals.  OED staffing levels will be further discussed in the 
recommendations section of the report. 
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System Organization and Capacity Building 
UMN operates on many levels as a system that shares core values of diversity, equity, and 
inclusion.  There is widespread ownership, as well as clear commitment and dedication across 
the system and is exemplified by OED’s motto, “DEI is everybody’s everyday work.”  However, 
the site visits, focus groups and interviews with DEI stakeholders seem to indicate that there is 
often little coordination and communication regarding effective practices and policies across 
the system.  The geographic location of campuses and the inherently often siloed nature of 
colleges and academic and administrative units make it challenging to align DEI efforts.  There is 
a need for shared data, insights, collaboration, and clarity of goals across different units in the 
system. 

• There should be more systematic guidelines on effective DEI Communications across the 
system, and OED could play a role in developing such guidelines.  For instance, how are 
managers on the front-line understanding DEI efforts and expectations related to these 
efforts?  As one respondent put it, “The work can feel overwhelming if you’re not used 
to doing all of these things.  Are we doing what we need to do to give them priority 
areas and actionable plans that work for them?”   

• DEI leaders (in DCoP and MSSC) wanted more consistency in the levels of leadership 
staffing across units in order to do effective DEI work.  “Is it better to have a committee 
or a designated individual?” Also, while certain DEI-focused groups such as affinity 
groups have been highly effective and much needed, they are often completely 
voluntary with little financial support.   

• There were concerns shared about burnout and the lack of a systemwide measure of 
accountability.  “It has been difficult to get data to hold leaders accountable.  There is a 
need for more accountability [data] experts within OED.”  One respondent summed it 
up in this way, “There are great things going on, most coming from grassroots but not 
central.  There is a space for university wide action.”  There is a sense from the majority 
of respondents interviewed by CHP that DEI work primarily comes from committed 
individuals and groups who want to do the work, but there is often a lack of institutional 
support or clear direction for the work and its expected outcome(s).   

 

One key issue that was mentioned, in particular among senior leaders and other DEI 
stakeholders on the campuses of Crookston, Duluth, Morris and Rochester, is the sense that so 
many of the DEI resources appear to be Twin Cities-focused.  This is a consequence, of course, 
of location (Twin Cities campus is in the heart of Minneapolis/St. Paul), where large, diverse 
communities outside of UMN also provide important social and cultural connections to UMN 
students, faculty, and staff.   

Alignment – at the University of Michigan 49 academic and administrative unites 
have established unit specific DEI strategic plans which align with the University wide 
DEI strategic plan.  Adoption of common measures facilitates analysis of effectiveness 
of different DEI strategies and supports transparency and accountability.  
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However, because so many of the systemwide offices and colleges are primarily based in Twin 
Cities, the sheer numbers of DEI initiatives, resources (staff and financial), and networks tend to 
primarily benefit students, faculty, and staff in the Twin Cities.  The four other campuses 
expressed concern about lack of access and opportunity to engage with or utilize DEI programs, 
resources, and community networks, which are primarily located at Twin Cities.  A number of 
respondents from the smaller campuses at times feel that many DEI initiatives, resources, 
metrics, accountability systems were developed primarily through the lens of the Twin Cities 
Campus landscape—not considering the unique challenges faced by the circumstances of the 
other four campuses.  There was a perception that Twin Cities central administrative office 
leaders with systemwide responsibilities infrequently visit the other campuses. 

The question needs to be asked, “To what extent are systemwide resources inclusive and 
mindful of the unique DEI landscapes of their various campuses?”  The misalignment and 
uneven access to essential DEI resources impede the effectiveness and sustainability of DEI 
efforts across the system.  There may be opportunities for Senior leadership, OED leadership 
and other DEI stakeholders to collaborate (perhaps through a group like the DEI Systemwide 
Leadership Collective) and consider the development of clear mechanisms that can equitably 
provide DEI resources and create opportunities for collaboration and partnerships that consider 
the varying needs of different campus communities.   

On the Twin Cities campuses there is great variation in funds available to support school-based 
DEI infrastructure and capacity building.  Going forward, clarifying expectations regarding what 
are the core DEI capacities and cultural competencies expected at the level of campus, school, 
divisions, departments, and academic units will be useful.  As will be defining the resources 
necessary to develop those capacities.  

Data and Assessment 
Like many colleges and universities, UMN collects and analyzes robust data related to student, 
faculty, and staff demographics as well as outcomes data as appropriate for these populations.  
The President’s Office recently released its “2021 University Performance and Accountability 
Report” which assesses progress toward all MPact 2025 goals.  A recent survey of DEI initiatives 
was a first attempt to create a comprehensive inventory of all of the DEI work being conducted 
across all of campuses.   
Even as UMN has created an extensive and robust data set, some limitations should be noted. 

• A challenge that surfaced in collecting these data was the lack of agreement on 
definitions of key terms.  In particular, definitions still need to be finalized related to the 
racial ethnic categories of BIPOC and underrepresented groups to ensure consistency 
across the system.  

• There is a lack of clarity about who is responsible for systematically overseeing the 
collection of DEI information.  While some people suggest this should reside within OED, 
the office currently lacks the resources and staffing to undertake this responsibility.  In 
other similar diversity and inclusion offices across the Big 10, there are positions which 
are dedicated to this function.  
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• The need for DEI data oversight is illustrated by some of the problems in collecting and 
analyzing the initiative inventory.  Organizational structures used various approaches 
regarding who completed the inventory and how complete the information was.  As a 
result, the information was not necessarily comparable both within and across 
organizational structures.   

• More centralized oversight of the data would also allow for discussion and resolution of 
concerns as data are collected.  For example, we heard that the grouping of populations 
under the term BIPOC often miss important differences in the student, faculty, and staff 
experiences for Black and Hispanic/Latinx, and Indigenous/American Indian populations, 
and the diversity within heterogeneous categories like Asian.  In addition, other aspects 
of diversity such as sexual orientation or social class could be included to recognize the 
unique demographics of the UMN campuses. 

• OED invited a diverse set of community members to participate in the interviews and 
meetings to ensure that a diverse set of voices were heard.  However, no data were 
collected regarding who participated in the meetings and interviews.  

• Many initiatives were reported without outcome measures, so it currently is not 
possible to assess the outcomes of the different initiatives and their contribution to 
reaching the MPact 2025 goals.  The addition of outcome measures would increase 
understanding of which initiatives should be continued and in what ways. 
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RECOMMENDATIONS 

The recommendations below are informed and bounded by the tasks we were asked to 
undertake as part of this project and on the available data collected and analyzed over the time 
period of the project.   These recommendations reflect the MPact 2025 gap analyses we 
conducted.  They hopefully leverage existing organizational strengths which we found and 
provide opportunities for the system to make sustained progress over time.  The 
recommendations also reflect what could be potential pathways for more cohesive and 
systematic priority setting of DEI goals and more effective sharing of resources and data on 
impactful practices across the system.  Many of these recommendations take into account the 
high impact practices that have been identified in the DEI literature and in comprehensive 
reports, such as the National Association of Diversity Officers in Higher Education (NADOHE) 
Task Force Report “A Framework for Advancing Anti-Racism Strategy on Campus” and the 
American Council on Education (ACE) Study Report on “Organizing Shared Equity Leadership” 
which have been recently released. 

Recommendations cover three areas:  
● MPact 2025 Gaps with respect to the goals of representation (4.1), climate (4.2), and 

partnerships (4.3), and intended beneficiaries which received little attention with 
respect to the MPact 2025 initiatives. 

● The organizational structure for OED, which may be useful as the office transitions to 
new leadership. 

● System organization and capacity building. 
 

MPact 2025 Gaps 

Representation (4.1) 
• A more detailed analysis should occur to determine the reason for the relatively small 

percentage of initiatives whose primary focus was on reducing disparities.  The reason 
for the relatively low percentage of initiatives should be studied to determine if it is an 
artifact of the coding system or the reflection of relatively little attention, and then 
further action should be taken depending on the cause.   

• A deeper level of the types of disparities may be warranted.  For example, while 4- and 
6-year graduation levels are important markers, they do not measure disparities in the 
student experience while on campus.  Other possible markers to assess could include 
participation in high impact practices (e.g., internships, off campus study, graduate 
fellowships) or academic probation.  A similar approach could be taken for faculty and 
staff.  
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• BIPOC faculty and senior leadership representation (recruitment, retention, and 

promotion) should remain a critical systemwide focus.  There should be a systemwide 
effort to align DEI efforts that support BIPOC faculty representation goals.  Systemwide 
leaders should work together to establish a central mechanism for supporting high 
impact recruitment, hiring and promotion practices and initiatives, and this mechanism 
should be given sufficient resources and be fully sustainable over time.  This central 
mechanism should coordinate and also provide resources and support for the work of 
local academic and administrative units related to BIPOC faculty and senior leadership 
representation in those units.  As Daryl Smith’s seminal work on diversifying the faculty 
points out, the myths around the availability of qualified BIPOC faculty to hire must be 
dispelled at the departmental and discipline-specific levels.  Academic and 
administrative units should undertake a review of existing pipelines and the availability 
pools of potential BIPOC candidates for positions in their academic/administrative areas.  
UMN can leverage its considerable networks and personal connections to identify highly 
qualified and competitive BIPOC faculty and senior administrators.  For instance, the 
Keeping Our Faculty Conference that OED has sponsored for many years could be 
leveraged as an opportunity to bring potential candidates to the UMN campuses.  Post-
hiring support for BIPOC faculty and senior leadership is also critically important to 
consider, and initiatives such as UMN’s Center for Race, Indigeneity, Disability, Gender, 
and Sexuality Studies (RIDGS) is an outstanding example of both supporting and making 
more visible the opportunities for BIPOC faculty to engage in interdisciplinary and 
intersectional research, while also creating a community of scholars.   

Faculty Strategies:  Creating hubs:  At Michigan State University, the Diversity Research Network 
(DRN) connects faculty of color and scholars interested in diversity research, to create scholarly 
communities, facilitate new interdisciplinary collaborations, and to advance the growth and 
visibility of research by underrepresented faculty as well as research on diversity across MSU.  The 
DRN emphasizes MSU’s value of diversity as excellence across all disciplines and promotes this 
value through the support and resources it offers. 

The DRN is a support vehicle for enhancing research productivity; grant, research, and publication 
output; providing meaningful collaborative research opportunities; and training that emphasizes 
the unique research contexts of faculty of color and diversity scholars. 

 

At Ohio State University, Associate Provost and Senior Diversity Officer Dr. James Moore runs a 
comprehensive program for pre-college student support and development across 9 cities.  These 
urban flagship programs have built a foundation for student academic success and Dr. Moore follows 
these students with support services throughout their college careers and beyond.  While not all the 
data can be shared publicly, they are tracking which colleges are attended and academic 
achievement rates.  

Faculty Strategies: Creating Hubs – at City University of New York BIPOC faculty are often given 
joint appointments.  They hold school and department-based appointments as well as an 
appointment to the Graduate School.  For faculty who might be one of a few or alone as a minority 
faculty member in their academic appointment, the Graduate School has a critical mass of BIPOC 
faculty to which they are welcomed.  Graduate School appointments also bring with them 
additional research assistants and support regarding research and publishing. 
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Climate (4.2) 
Climate survey (4.2.1) 
• Additional measures beyond the Student Experience in the Research University (SERU) 

and GRAD-SERU Surveys should be identified as key outcomes.  The SERU and GRAD-
SERU are appropriate for only the Twin Cities Campus (because of the “research 
university” emphasis) and new measures should be identified that can be used by all 
campuses.  It is our understanding that several system campuses are considering DEI 
questions in the National Survey of Student Engagement (NSSE) to survey campus 
climate questions.  UMN should convene a system-wide Climate Study Committee to 
undertake the task of identifying the most appropriate approach to conducting 
systemwide climate study at UMN.  This committee could review different existing 
climate surveys for faculty, students and staff that have been developed by different 
institutions (for instance UCLA’s Higher Education Research Institute has developed 
instruments such as the Diverse Learning Environment Survey for students, HERI Faculty 
Survey for faculty and the Staff Climate Survey for Staff).  The committee may also wish 
to consider pulling out survey items from existing UMN Surveys which, taken together, 
may provide more robust campus climate data.  In addition to periodic systemwide 
administration of a Campus Climate Survey, it may also be useful to conduct more 
frequent pulse surveys that could provide useful, timely data about climate issues across 
different areas of the UMN system.  

Employee job satisfaction  (4.2.2) 
• The greatest gap in MPact 2025 goals was the lack of attention to employee job 

satisfaction.  There appears to be a real sense of burnout among employees who do DEI 
work.  While information from an interview with OHR showed that it is focusing 
significant attention on employees and has a number of efforts in the planning stage, 
almost none of the organizational structures focused their efforts on employees.  For a 
significant impact to occur, all organizational structures need to pay attention to 
employee job satisfaction and needs and be strong partners with OHR.  There should be 
ongoing communications to managers regarding resources and support they can share 
with their employees, along with periodic assessment of outcomes. 

At the University of Michigan, the Vice Provost for Equity and Inclusion and Chief Diversity Officer Dr. 
Robert Sellers has a dual reporting structure that fosters aligned responsibilities and input to the 
Provost Cabinet and the Executive Team for the University at Large.  Also, as special counsel to the 
President, Dr. Sellers has promoted consistent strategies and support for recruitment, retention, and 
promotion at the highest levels.  While his office does not direct hiring and retention practices, they 
engage consistently to ensure policies are in place to support “diversifying who we are.”   
      - interview with Dr. Robert Sellers, May 17, 2022 
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Education and Training (4.2.3) 
• There is enormous demand for more education and training offerings for faculty, staff, 

and students, whether provided by OED or by other academic and administrative units 
across the system.  These offerings need to be reviewed with respect to the topics (e.g., 
introductory vs. advance knowledge and skills content), and accessibility of offerings 
across the entire system (particularly in campuses beyond Twin Cities).  Adequacy of 
staffing (number of staff available and their levels of expertise) also needs to be 
reviewed.  There is great expertise among faculty members and other community 
members who could potentially be tapped to facilitate these educational and training 
sessions.  However, adequate resources, including appropriate compensation or release 
time for those who are providing the training, need to also be considered.  There should 
be clear recognition that much of this work puts undue burden on BIPOC faculty, staff, 
and students, and appropriate acknowledgement and remuneration for the work should 
be developed.  Finally, OED can improve coordination and communication regarding 
education and training opportunities when they are offered and the results they have 
achieved.  

An important aspect of education and training related to DEI is the area of inclusive 
pedagogy.  There are outstanding resources at UMN which offer inclusive pedagogy 
training, such as the Center for Educational Innovation.  However, staffing capacity 
remains a concern, and there should be a review of the actual needs for inclusive 
pedagogy training systemwide (across all campuses).  Scaling up the training resources 
where there are areas of need would alleviate the burden from those staff and faculty 
who have been providing these trainings to date.  UMN faculty systemwide should be 
expected to acquire a set of skills to enable them to facilitate processes of inclusion in 
their classrooms, which recognize the needs of diverse learners.  

Intended Beneficiaries 
Initiatives for employees should be reviewed to determine if they are adequately 
addressing needs.  Employee experience is dependent on local management and 
supervisory capacity.  OHR has begun to develop a number of systemwide initiatives 
that may address employee concerns, but these have to be widely communicated and 
implemented in order to have real, sustained impact.  OED, through its work with DCoP, 
should continue to partner with OHR staff to develop new resources and programs for 
employees.  The relatively low percentage could be compensated by the scope of 
current initiatives, and this possibility should be studied.  In addition, the initiatives 
inventory does not capture work in the planning stage by OHR.   

Dashboards that transparently share progress toward DEI objectives can be a legal challenge to 
finalize.  Indiana University and the University of Michigan both have overcome the legal hurdles and 
have dashboards available through their Diversity offices.  Other institutions (Ohio State University, 
Purdue University) are working to finalize public dashboards.  
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OED Infrastructure 

DEI Strategic Plan 
• OED is currently positioned to support MPact 2025 goals of representation, climate, and 

partnerships.  However, OED needs to provide more visible strategic leadership for the 
entire system’s commitment to DEI goals.  An important next step for OED is to develop 
a separate systemwide DEI strategic plan with goals, metrics, and an action roadmap.  In 
the development of this DEI strategic plan for the system, it will be important to include 
the voices of their diverse constituents across campuses, colleges, academic and 
administrative units, and intended beneficiaries being served and to identify the gaps 
that need to be addressed by the plan.   

This DEI strategic plan should also include a robust accountability system which OED leadership 
would oversee and report on annually.   

Additional OED Office Structural Review 

While CHP identified current existing strengths and opportunities within OED, the new Vice 
President for OED will likely wish to consider more in-depth review of the service units currently 
in the office and the various staffing roles and responsibilities necessary to provide the essential 
resources needed to support systemwide DEI initiatives.  Reporting structures for the Associate 
Vice Provosts, Associate Vice Presidents and Directors may need to be re-aligned during this 
leadership transition, as well.  The organizational structures of the Big 10 Academic Alliance 
peer institutions might be useful in determining the various ways that OED can be more 
effectively configured, given the UMN DEI landscape. 

Expanded Communication Unit 
• With appropriate staffing, OED should develop a more robust communication unit, 

which can adequately support the complex needs to inform a highly de-centralized 
university system.  There should be “one stop shopping” for systemwide DEI 
information available through OED.   

• It is recommended that UMN senior leadership with the new Vice President for Equity 
and Diversity determine what level of communication capacity should be developed at 
the level of campuses and colleges, with appropriate staffing as needed.  It is 
acknowledged that DEI related communications can often be of a sensitive nature and 
there are situations in which campus or college level officials will want advice from 
experts in DEI-related matters.  However, many of the routine DEI communication 
should be able to be handled locally. 

 

In the Benchmarking Study with eight of the Big Ten Alliance Institutions, a number of the senior 
diversity officers (SDOs) commented that having a stand-alone systemwide DEI Strategic Plan 
has been key to the advancement of their DEI work.  Having both systemwide and local unit-
specific DEI strategic plans provide the road map and accountability system which will ensure 
transformational change. 
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More Capacity for Partnerships 
• Although UMN has developed robust partnerships with their surrounding communities, 

there is interest in deepening the breadth and scope of relationships.  OED would need 
increased resources (staffing and budget) to support this work.    

Assessment and Evaluation Unit 
• A DEI assessment and evaluation unit should be considered in OED with appropriate 

staffing, which can serve to both provide support for the systemwide DEI Strategic Plan 
and provide consultation to campuses, colleges and academic and administrative units 
regarding data collection, metrics, and accountability mechanisms. 

System Organization and Capacity Building 

Review Funding Mechanisms for DEI Capacity Building 
• The Systemwide Senior Leadership should review existing budgets to fund MPact 2025 

DEI-related goals, particularly to ascertain which highly impactful initiatives are being 
funded centrally, by campus, by colleges, by academic or administrative units or 
externally.  This funding review may provide new insights about opportunities for 
shared resources and where fundraising efforts may need to be focused. 

Synergies/Collaborations  
• There needs to be more systematic and intentional collaborations.  Innovative 

approaches to sharing resources between Twin Cities and the other campuses should be 
explored.  This exploration could be facilitated through regular information sharing of 
DEI initiatives.  To a large extent, this work has already begun through the regular 
convenings and support by OED for the work of the DEI Leadership Collective and the 
Diversity Community of Practice (DCoP).  However, for effective collaborations to be 
sustained, resources (staffing and budgets for initiatives) and mechanisms for assessing 
effectiveness and outcomes must be in place.   

At Michigan State University, Dr. Jabbar Bennet travels with the University President to support 
fundraising efforts with alumni associations.  These joint trips highlight successful BIPOC alumni, in 
addition to raising awareness and garnering support for the efforts related to diversity and inclusion 
that Michigan State is currently undertaking. 
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Communication 
• OED should consider how it can serve as the system’s communication hub for all DEI-

related efforts.  Although they may not be responsible for all the DEI initiatives, OED 
should have a way of being informed about systemwide efforts, the data from these 
efforts, progress made and outcomes.   

Data and Assessment 
• One of the first steps for creating accessible, systemwide data is to continue developing 

shared definitions of key DEI terms such underrepresented groups (e.g., only 
racial/ethnic groups, other groups) that will be used by all units and structures.  When 
considering definitions, the institution may wish to review the level of analysis of the 
definition.  For example, BIPOC at many other institutions is further divided into specific 
racial and ethnic groups as a critical way for identifying and responding to the unique 
attributes and needs of separate groups.  Addition of groups beyond race and ethnicity 
(e.g., sexual orientation) would extend the focus to other groups who have historically 
been underserved in higher education. 

• A key step is to continue to regularly and systematically inventory DEI initiatives across 
all campuses and structures.  While the current format provides a usable template, 
more complete instructions should be provided to obtain comparable information from 
the different sources.  For example, directions should include recommendations for who 
should complete the template, criteria for the kind of initiatives that should be reported 
(e.g., are similar events/activities reported individually or as one larger category of 
initiatives), and criteria for assigning a primary and perhaps one secondary goal.  The 
current template provides information about only the number of initiatives and that 
information should be augmented by an analysis that measures the scope of initiatives 
(e.g., grant, multi-year program) and its impact. 

At Pennsylvania State University, the Vice Provost for Educational Equity, Dr. Marcus A. Whitehurst 
manages a series of strategic programs that provide training and seed-funding for programs that 
promote support for marginalized and underrepresented populations.  With these collaborative 
programs, Dr. Whitehurst’s office is able to monitor new programs and quicky share successes across 
the system.  

• Each year, 2 Faculty Mentors are chosen to support faculty development and career 
coaching.  For that year, the Faculty Mentors salaries are paid half by their department and 
half by the Office for Educational Equity.  The added advantages include deeper 
understanding of DEI challenges by Faculty mentors over the long term, and a more 
prepared and confident young professors for the mid-career transition.  

• With many campuses to cover, Dr. Whitehurst’s office also provides funding for mini 
proposals on the smaller campuses, where they can put forward programs to help first 
generation students and receive support from the Office for Educational Equity.   
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• Finally, selecting and collecting usable outcome measures are essential.  MPact 2025 has 
adopted measures that are expected to be systemwide, yet some measures are not 
available and appropriate for the campuses.  Each initiative should have an 
accompanying assessment that will show the impact it is making.  For initiatives focused 
on an MPact 2025 goal, using common measures would be desirable to create the 
possibility of comparing outcomes.
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APPENDICES 
 

Appendix 1: List of Interviews and Meetings with Cambridge Hill Partners 
 
Twin Cities 
President Gabel 
Alumni Association  
DCoP and MSSC 
Faculty Senate Sub-committees on Disabilities, Social Concerns and Equity, Access, and Diversity  
iCHANGE Team 
Institutional Data and Research 
Living Learning Residential Communities and MCAE Students 
OED All-Staff  
OED Leadership Team 
OED System Team 
Office of Human Resources 
Office of Undergraduate Education 
President’s Senior Leadership Team 
Senior Director of Tribal Nation Relations 
UMN Systemwide DEI Review Advisory Committee 
 
Rochester 
Chancellor Lori Carrell 
Antiracism Action Plan Group 
Campus Student Leaders 
Diversity and Inclusion Committee 
Truth, Racial Healing and Transformation Team 
 
Morris 
Acting Chancellor Janet Schrunk Ericksen 
DEI Staff and Equity and Diversity Committee on Gender, Women and Equity 
Diversity Leadership 
McNair Program Staff and Faculty 
Senior Leadership Group 
Student Leaders  
Student Support Programs 
 
Duluth  
Chancellor Lendley Black 
Campus Climate Unit Change Team/Employees of Color & American Indian Chairs and Co-Chairs 
Campus Climate, Assistant Chancellor for Inclusive Excellence Co-Chair 
CCLT Team and Chancellor Senior Leadership 
Student Association and Multicultural Student Leaders Council 

Page 89 of 119



  

June 10, 2022   38 

Crookston 
Chancellor Mary Holz-Clause & Vice Chancellor John Hoffman 
Campus Diversity Team 
Chancellor’s Cabinet 
Senior Administrative Leadership (SALT) 
Student Group 
 
OED Central Administration Staff  
Kelly Collins, Associate Director of Racial and Social Justice Education 
Denise Dieffenbach, Assistant to the Vice President 
Michael Goh, Vice President 
Kathryn Louis, Director of Operations and Strategic Partnership 
Tina Marisam, Associate Vice President 
Lisa Marshall, Director of Communications 
Amanda Peterson, Interim Director of Education 
Virajita Singh, Associate Vice Provost 
Keisha Varma, Associate Vice Provost 
John Williams, Administrative Assistant 

 
Appendix 2: Comparatives with Peers from Benchmarking Study
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Appendix 3:  Goal/Strategy Definitions and Coding Process 
 
Dimensions Scored  
 
Unit 
Campus:  Campus other than Twin Cities 
College:  Academic college at Twin Cities 
Academic/Administrative unit:  Administrative units and Centers at Twin Cities 
 
DEI Status  
An initiative was unique from other initiatives in the way it combined format, target audience, and 
MPact 2025 or DEI goal.   

• Activities, programs, or infrastructure changes were removed that did not identify DEI as a 
primary goal and/or contain actions specifically geared to DEI, even though DEI may indirectly 
benefit.  Example:  Youth outreach programs that target all 10-13 years, and therefore can 
include BIPOC teens; special support program for all first-year students.  5% of initiatives 
submitted were coded as none. 

 
MPact 2025 Determination  
The key/primary focus area for each goal of MPact 2025.  When no focus area or more than one focus 
area was chosen by the submitter, the primary MPact goal was defined by the first area of impact.  For 
example, recruitment was the primary goal for an initiative described as increasing diversity of 
enrollment although it was often reported under recruitment and climate.  
  
DEI Goal Beyond MPact 2025 was assigned when an initiative had a DEI goal/objective that did not 
address a key focus area of any of the MPact 2025 goals.  Initiatives categorized as DEI Goal Beyond 
MPact 2025 typically addressed capacity building.  Examples include creation of resources for DEI work 
committees/working groups, staffing, funding sources and mission statements/strategic plans. 
 
No MPact goal was assigned if the information provided was insufficient to determine an MPact 2025 
assignation even though it was DEI related work.  
 
Intended Beneficiary 
Constituency expected to directly benefit from the goal/objective.  Additional categories beyond faculty, 
staff, undergraduate students, and graduate/professional students were defined as: 

All campus members: Campus community that included some combination of faculty, staff, and 
undergraduate/graduate students  
Employees:  Faculty + Staff 
All students:  Undergraduate + Graduate/Professional students 
Non-campus: A non-campus group that was typically a community group 
 

No intended beneficiary was assigned if the information provided was insufficient to determine an 
assignation even though it was DEI related work.  
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Organizations Included in the Initiatives Analysis 

Campuses 

Crookston 
Duluth 
Morris 
Rochester 
 

Academic and Administrative Units 

Alumni Association 
Athletics 
Center for Advanced Research on Language Acquisition (CARLA) 
Center for Allied Health Programs/Medical Laboratory Sciences Program 
Center for Bioethics 
Center for Health Interprofessional Programs (CHIP) 
Center for Urban and Regional Affairs (CURA) 
Clinical and Translational Science Institute 
Communications Forum 
Community-University Health Care Center 
Disability Resource Center 
Extension 
Extension Center for Community Vitality  
Global Programs and Strategy Alliance (GPS) 
Graduate School 
Institute for Advanced Study (IAS) 
Northrop 
Office for Equity and Diversity (OED) 
Office for Public Engagement 
Office for Student Affairs (OSA) 
Office of Human Resources (OHR) 
Office of National and International Scholarships 
Office of the Vice President for Research (OVPR) 
Office of Undergraduate Admissions 
Office of Undergraduate Education (OUE) 
Student Affairs 
UMFoundation 
University Honors Program 
University Libraries 
University Relations 
University Services  
Urban Research and Outreach-Engagement Center (UROC) 
Vice Provost for Faculty and Academic Affairs (VPFAA) 
Weisman Art Museum 
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Schools 

Carlson School of Management 
College of Biological Sciences 
College of Continuing and Professional Studies (CCAPS) 
College of Design 
College of Education and Human Development 
College of Food, Agricultural, and Natural Resource Sciences 
College of Liberal Arts 
College of Pharmacy 
College of Science and Engineering 
College of Veterinary Medicine 
Continuing and Professional Studies 
Graduate School 
Humphrey School of Public Affairs 
Law School 
Medical School 
School of Dentistry 
School of Nursing 
School of Public Health
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Appendix 4:  Systemwide DEI Groups Convened by the Office for Equity and 
Diversity (OED) 

College MADE (Multicultural Access, Diversity, and Equity) 
The College MADE (Multicultural Access, Diversity, and Equity) Initiative provides individual 
colleges within the University of Minnesota with data-driven approaches to increase 
representational diversity, improve campus climate, and create partnerships to grow diversity, 
equity, and inclusive excellence across our campuses.  College MADE started in 2015 by 
engaging colleges with data available from the Office for Institutional Analysis, Employee 
Engagement Data, SERU and GradSERU, to envision, declare and attain their own mission-
driven equity and diversity goals related to increasing representational diversity, improving 
campus climate, while leveraging strategic partnerships and initiatives at the University of 
Minnesota.  It recognizes our colleges and units as the locus of vision and action and draws on 
the notion of local efforts to affect institutional change.  The key purpose of College MADE is to 
foster agency and urgency for equity and diversity action within and amongst colleges, units, 
and campuses.  College MADE advances the idea that for the University of Minnesota to reach 
its ambitious diversity goals outlined in the strategic plan, leadership, commitment, 
collaboration, and shared responsibility and accountability from our colleges, units, and 
campuses are critical.  This is a systemwide capacity building initiative that began with Twin 
Cities colleges and will expand to system campuses, administrative units, and centers. 

Diversity Community of Practice (DCoP) 
The Diversity Community of Practice (DCoP) is a grassroots community of faculty and staff from 
collegiate and administrative units that started on the Twin Cities Campus with 35 members 
and has grown to a membership of 450 across the system.  All systemwide faculty and staff are 
invited to join monthly meetings via Zoom.  The purpose of the DCoP is to develop and leverage 
personal, professional, and technical expertise, and to share innovative strategies that ensure 
successful implementation of equity and diversity goals at the University of Minnesota.  The 
goals of the DCoP are to:  (1) Increase awareness of diversity goals, events, and practices as part 
of our core work; (2) Share resources and collaborate; (3) Support one another as members 
innovate and take risks; (3) Develop diversity, equity, and inclusion capacity and leadership at 
all levels; (4) Create concrete and lasting changes on campuses, in colleges, and across units. 
 
Principles and Actions: 

• Centering the experience and voices of Black people, Indigenous people, and 
people of color (BIPOC)  

• Monthly meetings, email communications, committees 
• Presentations, readings, discussions, and resources from experts on campus and 

around the world 
• Providing consultation to campus and system programs and administrators to 

provide insights into administrative decisions and policies. 
• Fostering engagement with DEI data and measures and encouraging campus and 

system programs to establish concrete goals and metrics for DEI. 
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Diversity, Equity, and Inclusion (DEI) Systemwide Leadership Collective 
The DEI Systemwide Leadership Collective was created and convened by the Office for Equity 
and Diversity in the Fall of 2021.  The impetus for the collective was a growing number of DEI 
leadership offices roles that had emerged in recent years and a desire to better coordinate, 
coalesce, collaborate, and communicate about our systemwide DEI work in a manner that 
optimizes action and results.  The collective meets once a month for updates, planned agenda 
items introduced by members, open discussions about issues arising, resource sharing, but also 
planned professional development topics such as DEI theories and foundations, conflict 
resolution, DEI communications, etc. 

 

Appendix 5:  References 
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Force.  (2022).  A Framework for Advancing Anti-Racism Strategy on Campus.  Washington, DC:  
NADOHE.   
https://nadohe.memberclicks.net/assets/2021/Framework/National%20Association%20of%20
Diversity%20Officers%20in%20Higher%20Education%20-
%20Framework%20for%20Advancing%20Ant-Racism%20on%20Campus%20-
%20first%20edition.pdf 
 
Holcombe, E., Kezar, A., Matias Dizon, J.P., Vigil, D. and Ueda, N.  (2022).  Organizing Shared 
Equity Leadership: Four Approaches to Structuring the Work.  Washington, DC: American 
Council on Education; Los Angeles: University of Southern California, Pullias Center for Higher 
Education. 
https://www.acenet.edu/Documents/Shared-Equity-Leadership-Structures.pdf 
 
Smith, D. G. (2016).  The diversity imperative: Moving to the next generation.  In M. N. Bastedo, 
P. G. Altbach, & P. J. Gumport (Eds.), American higher education in the twenty-first century: 
Social, political, and economic challenges (pp. 375–400).  Johns Hopkins University Press. 
 
Smith, D. G. (2000). How to Diversity the faculty.  Academe, 86(5), 48-52. 
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A NEW VISION FOR THE OFFICE FOR EQUITY & DIVERSITY:

Alignment of vision at individual 
and institutional level
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● Commitment 

● Clarify, Connect, and Collaborate

● Communicate

Alignment of vision 
at individual and 
institutional level
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● Advancing equity, diversity, and inclusion

● Examination of our processes, policies, and practices

● Achieving Equity – identifying and eliminating systemic barriers that 

prevent justice and opportunity by groups of people who have been 

marginalized on the basis of their socially significant and intersecting 

identities (Adapted from Finnigan, K., 2020)

● Leaders must undergo the same shifts of heart, mind, and behavior 

that they want for the organization as a whole and then translate 

those personal shifts into real, lasting change in their companies

(Thomas & Ely, 2020)

A New Vision for the Office for Equity & Diversity:

Alignment of vision at individual and institutional level
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● Personal journey, building 

critical consciousness

● Shared values

● Practices to build equitable 

outcomes

Shared Equity 
Leadership Model
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DEI and the       Pact 2025

Systemwide Strategic Plan
Commitment 4 
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● Began process in October 2021 

● Focus on MPact 2025 Commitment 

4 – Community & Belonging

● Conducted focus groups and 

individual interviews

● Analyzed existing diversity, equity, 

and inclusion activities and 

initiatives

The University of Minnesota 
Systemwide Review
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● Identified strengths and 

opportunities for growth

● Shared final report with President 

Gabel and Office for Equity & 

Diversity in June 2022

● Final report will be shared with the 

U of M community in October 2022

The University of Minnesota 
Systemwide Review

Page 103 of 119



Pathways Forward: 
Clarify, Connect, & Collaborate

Strategic 
Planning Process 

Support Faculty & Staff 
Retention & Wellness 

Build Coordination 
Infrastructure

Reorganize the Office 
for Equity & Diversity
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Pathway One: 
Develop a DEI Strategic Plan

● Office for Equity & Diversity (OED) will lead a 

Diversity, Equity, and Inclusion (DEI) 

Strategic Planning Process that will guided 

by the following questions identified by the 

Cambridge Hill Partners (CHP) report:

○ What roles should remain with OED and 

which roles should reside at the level of 

campus, school, division, and 

academic/administrative departments?

○ What functions and services should be 

offered at different levels?
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Pathway One: 
Develop a DEI Strategic Plan
(continued)

○ What are the core Diversity, Equity, and 

Inclusion (DEI) capacities and cultural 

competencies should be developed at the 

levels of campus/school/divisions and 

academic and administrative 

departments?

○ What resources are necessary to produce 

the kinds of results that are expected?

○ What are the appropriate measures of 

impact?

Page 106 of 119



● Identify both internal and external expertise to lead this process 

● Build on work that has been done at the college and system campus level

○ i.e., School of Public Health, College of Science & Engineering

● Align with the IChange Initiative

○ Strategic Plan for Faculty Diversity

● Leverage existing data sources

○ SERU & GradSERU

○ Employee Engagement Survey

Pathway One: 

Develop a DEI Strategic Plan
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Pathway Two: 
Build Coordination Infrastructure

● The Office for Equity & Diversity should create new 

synergies, scale up current U of M innovation and 

best practices, and reward collaboration:

○ Respond to current demand by sharing resources 

and tapping into faculty to address training and 

development demand

○ Leverage existing diversity, equity, and inclusion 

(DEI) groups

○ Identify and amplify current innovation – assess 

what is scalable

○ Reduce disproportionate burden on BIPOC 

volunteers

○ Recognize and reward DEI work
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Pathway Two: 

Build Coordination
Infrastructure

● Leverage existing diversity, equity, and 

inclusion (DEI) groups

○ College of Science and Engineering 

Diversity & Inclusion Alliance

○ Diversity Community of Practice 

(DCoP) 

>500
Systemwide 

Diversity Community of 

Practice (DCoP) members

427
College of Science 

and Engineering 

Diversity & Inclusion 

Alliance members
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● Recognize and reward diversity, equity, and inclusion (DEI) work 

○ Justice, Equity, Diversity, & Inclusion Awards

○ Collaboration with the Provost’s Office and the Office for Faculty and 

Academic Affairs

■ Four awards in 2021-22:

– College of Liberal Arts

– Medical School

– College of Education and Human Development

– University of Minnesota Duluth

Pathway Two: 

Build Coordination Infrastructure
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Pathway Three: 
Support Faculty & Staff 
Retention and Wellness

The University should support faculty and 

staff retention and wellness by:

● Developing systemwide faculty retention 

strategies

● Engaging a climate survey to assess belonging 

among students, staff and faculty

● Attending to burnout among staff

● Developing career paths leading to 

administrative leadership
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● Developing systemwide faculty retention strategies

○ Leverage data from the 2019-2019 faculty and exit retention study

○ Collaborative on Academic Careers in Higher Education (COACHE) 

● Engaging a climate survey to assess belonging among students, staff 

and faculty

○ Planned for Spring 2023

○ Collaboration with University of Illinois Urbana-Champaign, 

Rutgers University, and University of Michigan

Pathway Three: 

Support Faculty and Staff Retention & Wellness
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● Attend to burnout among staff

○ Leverage employee engagement survey data

● Develop career paths leading to administrative leadership

○ Faculty Fellows

• Provost’s Office

• Office for Undergraduate Education

• Office for Equity and Diversity

○ Big Ten Academic Leadership Program

Pathway Three: 

Support Faculty and Staff Retention & Wellness
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Pathway Four: 
Reorganize the Office for 
Equity & Diversity (OED)

Reorganization of the Office for Equity and 

Diversity will strengthen strategic thought 

leadership and increase capacity building and 

systemwide consistency.

● Shift OED’s role to focus on strategic 

functioning

● Enhance DEI strategic planning capabilities

● Expand current DEI education and training 

offerings
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Pathway Four: 
Reorganize the Office for 
Equity & Diversity
(continued)

● Encourage diversity, equity, and inclusion 

(DEI) communications at the local level

● Collaborate with Institutional Research to 

disaggregate current reports and fill in data 

gaps
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Thank you
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BOARD OF REGENTS 

DOCKET ITEM SUMMARY 
 
 

 
Board of Regents October 14, 2022 

 
 
AGENDA ITEM:   Report of the Committees 
    

 Review   Review + Action   Action   X Discussion  

 
 
 
 
PRESENTERS:   Regent Kendall J. Powell 
 
PURPOSE & KEY POINTS  
 
Pursuant to Board of Regents Policy: Board Operations and Agenda Guidelines, “The Board conducts 
business through meetings of the Board and its committees…. [and] Committees provide 
recommendations for action by the Board. Typically, standing committees have the following 
responsibilities: 
 

 Recommend action on matters where the Board has reserved authority to itself as outlined 
in Board of Regents Policy: Reservation and Delegation of Authority and other Board 
policies;  

 Provide governance oversight on topics within the committee’s purview;  
 Review and make recommendations on relevant new and existing Board policies;  
 Receive reports on policy-related issues affecting University departments and units;  
 Receive information items (e.g., status reports on current issues of concern and 

administrative searches); and  
 Review other items placed on the agenda by the Board chair in consultation with the 

president and Board vice chair.” 
 

BACKGROUND INFORMATION  
 
Current committee chairs:  
  

 Audit & Compliance Committee – M. Kenyanya 
 Finance & Operations Committee – J. Mayeron 
 Governance & Policy Committee – K. Verhalen 
 Litigation Review Committee – D. Huebsch 
 Mission Fulfillment Committee – M. Davenport 

X This is a report required by Board policy.      

Page 117 of 119



BOARD OF REGENTS 

DOCKET ITEM SUMMARY 
 
 

 
Board of Regents  October 14, 2022  
 
 
AGENDA ITEM:   Resolution to Conduct Non-Public Meeting of the Board of Regents to Discuss 

University Information Security Threats, Controls, and Responses  
 

 Review  X Review + Action   Action    Discussion  

 
 
 
PRESENTERS:    Bernard Gulachek, Vice President & Chief Information Officer  

Brian Dahlin, Chief Information Security Officer 
 
PURPOSE & KEY POINTS  
 
The purpose of this item is to provide the Board with a security briefing related to the University’s 
information security infrastructure including threats, controls, and responses. 
 
BACKGROUND INFORMATION  
 
M.S. 13D.05, Subd. 3(d) permits the committee to conduct a non-public meeting “…to receive 
security briefings and reports, to discuss issues related to security systems, to discuss emergency 
response procedures and to discuss security deficiencies in or recommendations regarding public 
services, infrastructure and facilities, if disclosure of the information discussed would pose a 
danger to public safety or compromise security procedures or responses.” 

 This is a report required by Board policy.      
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REGENTS OF THE UNIVERSITY OF MINNESOTA 

RESOLUTION TO 

Conduct Non-Public Meeting of the Board of Regents 

to University Information Security Threats, Controls, and Responses 

 

WHEREAS, the Board of Regents will receive a security briefing related to the University of 
Minnesota’s information security infrastructure including threats, controls, and responses, and 
disclosure of the information to be discussed would pose a danger to public safety or compromise 
security procedures or responses. 

 
NOW, THEREFORE, BE IT RESOLVED, that in accordance with Minn. Stat. § 13D.05, Subd. 3(d), 

a non-public meeting of the Board of Regents be held on Friday, October 14, 2022, in the 
Boardroom, 600 McNamara Alumni Center, for the purpose of discussing information technology 
security threats, controls, and responses. 
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