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Objective Assess the Our Climate DEI action plan to ensure the strategy aligns with the

organization’s commitment to inclusive practices

 

Analyze the DEI action plan in order to provide consultative guidance to

operationalize initiatives and create a roadmap for implementation.

 

Review with key stakeholders and share best practices for implementing and

communicating the strategic  action plan across the organization



Core Commitments:

Investment in Leadership
Building Transparent Inclusive Practices
Increased Cultural Competence  

 



SECTION 1: A
COMMITMENT TO
DIVERSITY IN
LEADERSHP

Diversity on Board: 

Capture demographic data of current BoD membership, conduct a review of

recruitment practices and selection process. Analyze data and root causes of

racial disparities that impact the organization’s programs and the populations

Our Climate serves. Identify problem areas and outline goals for increased

representation of target groups to revamp the composition of the board; use

data to track progress of diversity membership of the BoD annually. 

Create a volunteer task force or utilize the DEI committee to work in partnership

with key stakeholders to evaluate the BoD Handbook and define core values of

inclusive leadership for Our Climate. Use these core values to determine

metrics to track individual performance, and identify growth areas. 

Present anti-racism training as a professional development opportunity in a

journey mindset, not an attempt to "check the box." These skills will need to be

continually developed over time. Create a relational culture around members

and a plan to help support them in becoming anti-racist. 

Offer quarterly learning sessions focused on different diversity topics, including

systemic racism and privilege, that relate to Our Climates' work and

community it serves.

Employ non-traditional ways to gather feedback on program and trainings,

which may include interviews, roundtables, and external reviews

1.

2.

3.

4.

a.

Ensure our board is
representative of people with
varied lived experiences and
responsive to the youth we
serve and policies we
support. 
Support Millennial Advisory
board to become a liaison
between the board and
student leaders 
Abide by hiring policies
centered around diversity,
equity, and inclusion.

1.

2.

3.



SECTION 1: A
COMMITMENT TO
DIVERSITY IN LEADERSHP

Leadership Development: 

Capture demographic data of current Millennial Advisory Board (MAB)

membership, conduct a review of recruitment practices and selection process.

Analyze data and root causes of racial disparities that impact the

organization’s programs. Identify problem areas and outline goals for increased

representation of target groups to revamp the composition of the board; use

data to track progress of diversity membership of the MAB annually.

Design a strategic alliance between the Millennial Advisory Board (MAB) and

the BoD that outlines accountability and core functions of the advisory

relationship, define the how the groups will share power. 

Create a relational culture between MAB and BoD that offers opportunity for

intentional mentorship/sponsorship across demographics. 

1.

2.

3.

Ensure our board is
representative of people with
varied lived experiences and
responsive to the youth we serve
and policies we support. 
Support Millennial Advisory board
to become a liaison between the
board and student leaders 
Abide by hiring policies centered
around diversity, equity, and
inclusion.

1.

2.

3.

Inclusive Hiring: 

 Capture internal staffing data to identify areas where race disparities exist,

such as compensation and promotion. Review compensation data across the

organization (and by staff levels) to identify disparities by race (and gender)

Create a culture of transparency that builds trust and fosters inclusion. 

Analyze job descriptions, interview loops and hiring decision making process to

understand how bias currently lives within the organization. Coach decision

makers to confront unconscious biases. Hold team members accountable by

asking them to identify racial disparities in their programs

1.

2.



SECTION 2: A COMMITMENT
TO EQUITABLE AND
INCLUSIVE ORGANIZATIONAL
PRACTICES

Trainings for Staff and BoD: 

Present anti-racism training as a professional development opportunity in a

journey mindset, not an attempt to "check the box." These skills will need to

be continually developed over time. Create a relational culture around staff

and BoD members and a plan to support them in becoming anti-racist.

Create a share back culture for the staff and BoD who attend the anti-

racist workshops. Give participants the opportunity to share the impact of

the learning with 3-5 people in an informal setting with the goal of

normalizing vulnerability and accountability. For example, a lunch and learn.

In partnership with participating individuals, design a roadmap that defines

growth areas and the desired value-added skills that would be acquired

through training, coaching, or further professional development

opportunities. 

Create a relational culture between staff and BoD that offers opportunity

for intentional mentorship/sponsorship across demographics. Facilitate

more opportunities to form connections between colleagues.

1.

2.

3.

4.

Commit to regular trainings
for staff and board
Evaluate and update our
Internal Organizational
Culture document
Create and maintain clear
decision-making processes
Maintain positive
management relationships
that remove unhealthy power
dynamics that perpetuate
classism, sexism, racism,
ageism, ableism, etc. 
Implement cultural
competency tests for staff
and board for the purpose of
understanding knowledge
gaps and provide clarity on
how to educate our team.

1.

2.

3.

4.

5.

Inclusive Hiring continued:

Track retention and promotion rates by race on teams to identify where

they need to offer professional growth and development

Outlined diversity goals in hiring plans that focus on increasing the number

of racially diverse staff members



SECTION 2: A COMMITMENT
TO EQUITABLE AND
INCLUSIVE ORGANIZATIONAL
PRACTICES

Maintaining positive management relationships: 

Present anti-racism training as a professional development opportunity in a

journey mindset, not an attempt to "check the box." These skills will need to

be continually developed over time. Create a relational culture around staff

and a plan to support them in becoming anti-racist. 

Break participants into H1/H2, implement two "general takeaways" in

collaboration with BoD members who have participated in anti-racist

training to highlight learning and create a culture of accountability. 

 Set and communicate goals around DEI across all teams. Incorporate goals

into staff performance metrics. Adjusts strategy upon quarterly reviews at

the department and organizational levels.

Capture feedback through a variety of methods, give participants context

for data collection in order to be transparent about how/when the

information will be used. Support staff with marginalized identities to

create safety, build trust and address power dynamics.

1.

a.

2.

3.

Commit to regular trainings
for staff and board
Evaluate and update our
Internal Organizational
Culture document
Create and maintain clear
decision-making processes
Maintain positive
management relationships
that remove unhealthy power
dynamics that perpetuate
classism, sexism, racism,
ageism, ableism, etc. 
Implement cultural
competency tests for staff
and board for the purpose of
understanding knowledge
gaps and provide clarity on
how to educate our team.

1.

2.

3.

4.

5.

Organizational Culture Document  

 Use a bottom up approach to review the Internal Organizational Culture

document. Utilize the DEI Committee, MAB, and teams directly impacted by

Our Climates' culture to identify "sticky areas" and build accountability.  

 Build shared language around DEI principles and identify inclusive

behaviors in the document. Create a communication strategy to socialize

document; email campaigns, posters, town halls, etc. 

1.

2.



SECTION 2: A COMMITMENT
TO EQUITABLE AND
INCLUSIVE ORGANIZATIONAL
PRACTICES

Implementing Cultural Competency: 

Present cultural competency assessments as an educational tool to help

measure individual sentiment, understand knowledge gaps, and align Our

Climate staff around the inclusive vision for the organization. 

 Review assessments in partnership with DEI team for added level of

accountability and to better understand strengths, identify growth areas

and core metrics.  

 Review results and create a collaborative 1 year growth plan with

participating individuals that supports them in becoming anti-racist. 

Share organization wide demographic data (current population by race,

gender, age, ability, etc.) and representation across levels of leadership.

Outline diversity goals and communicate 1, 3, 5 year plan to address

disparities and shift organizational culture. 

Create a relational culture across the organization that offers intentional 

 opportunities for mentorship/sponsorship across demographics to increase

cultural competency. Facilitate more opportunities to form connections

between colleagues.

1.

2.

3.

4.

5.

Commit to regular trainings
for staff and board
Evaluate and update our
Internal Organizational
Culture document
Create and maintain clear
decision-making processes
Maintain positive
management relationships
that remove unhealthy power
dynamics that perpetuate
classism, sexism, racism,
ageism, ableism, etc. 
Implement cultural
competency tests for staff
and board for the purpose of
understanding knowledge
gaps and provide clarity on
how to educate our team.

1.

2.

3.

4.

5.



SECTION 3: A COMMITMENT
TO EQUITABLE AND
INCLUSIVE ACCESS TO OUR
CLIMATE PROGRAMS

Evaluate and Improve Stipend Process: 

Capture data and document practices of current stipend practices. Analyze

data and root causes of any racial disparities that impact the organization’s

process. Identify areas to increase equitable access, track data annually.

 Communicate funding process and budget across the organization to

ensure transparency and accountability.

1.

2.
Evaluate and improve our
stipends process
Ensure our programs,
trainings, workshops, and
events are equitable,
accessible, and inclusive.
Ensure our social media
and other outward facing
media reflects our
commitments to DEI
Increase outreach to
minority-serving institutions

1.

2.

3.

4.

Equitable access for trainings, programs, workshops and events: 

Capture data around community participation in Our Climate programs.

Analyze data and root causes of racial disparities that impact the

organization’s programs and the populations Our Climate wants to serve.

Identify diversity goals, track audience demographics annually. 

Develop core environmental racism curriculum and implemented it for all

teams to better understand race and environmental racism.

Review and update major materials and execution processes in

collaboration with DEI committee to ensure programs, trainings, workshops,

and events  are inclusive, paying close attention to inserting intersectional

non-gendered language. 

Our Climate "Our Climate and DEI" webinars are a collaboration across all

levels of leadership (BoD, MAD, DEI Committee) and serve as a platform to

share best practices and resources with other organizations. 

1.

2.

3.

4.



SECTION 3: A COMMITMENT
TO EQUITABLE AND
INCLUSIVE ACCESS TO OUR
CLIMATE PROGRAMS

Ensure Social media reflects DEI commitments: 

Analyze the narratives currently being promoted on social media and

ensure they are intersectional and resonate with diverse audience. 

Use social media to amplify and build strategic relationships with

minority-led organizations that are aligned with Our Climates' vision for

environmental justice. 

Develop core DEI criteria for news stories and op-eds related to

environmental justice and shared on Our Climates media platforms. 

1.

2.

3.

Evaluate and improve our
stipends process
Ensure our programs,
trainings, workshops, and
events are equitable,
accessible, and inclusive.
Ensure our social media
and other outward facing
media reflects our
commitments to DEI
Increase outreach to
minority-serving institutions

1.

2.

3.

4.

Increase outreach to minority-serving institutions: 

Using demographic data identified by organizational DEI analysis, identify

target minority-serving institutions for outreach. 

Create relationships with minority-led organizations, value the relationship

as equal partners in the work of racial justice in order to build community

and accountability.

1.

2.



Data Collection:

Board of Directors

Millennial Advisory board

Senior Leadership

All Staff

Program Audience & Impact

Alignment and Leadership

Development

DEI training for BoD

Evaluate BoD Handbook

Define Inclusive Leadership

principles and values

Analyze Organizational Culture doc

Leadership Development

BoD

MAD

DEI Committee

Inclusive Hiring

Capture and evaluate Recruitment

& Hiring practices

Evaluate organizational practices

(compensation, hiring, promotions,

etc.)

Cultural Assessment:

Analyze demographic data

Capture trends

identify diversity goals

Analyze Hiring Practices

Capture trends

identify diversity goals

Analyze Program Offerings

Review workshop, trainings, program

offerings

Capture audience trends

Identify diversity goals

Deploy Cultural Competency Assessment

Communicate intention across

organization

Collect feedback from BoD & MAD

Review results and identify trends

BoD Handout

Review completed

Organization Culture Doc

Review completed

Diversity and Communication

Strategy:

Communicate organizational diversity

goals across focus areas 

Share results of data analysis

Diversity on Board

BoD/MAD advisory relationship

established

Organizational practices

Inclusive Hiring

Recruitment practices

Staff training Roll Out

Anti-racist training

Environmental Racism training

Management Center training

Program Impact Analysis

Material review completed

Audience review Completed

Diversity goals defined and

communicated

Integrating DEI Principles into

Organizational Culture:

Education and implementation of inclusive

practices.

DEI Training

Senior Leaders, Managers, Staff

Implement new decision making process

Active buy in from BoD, MAD, and

DEI Committee 

Integrate Brave Conversations into culture

create a collaborative support plan

for individuals

Evaluate and improve Stipends Process

Analyze process, capture trends

Communicate findings & budget

Annual Reporting includes diversity

goals

Active outreach to minority-serving

institutions

Social Media Audit

Analyze current narratives

Identify target diversity audiences

Create and integrate DEI standards

into media practices 

Completed by October 
1, 2019

Completed by January 
1, 2020

Completed by April 1, 
2020

Completed by July 1, 
2020




