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Membership 
Faculty: Alistaire Tallent (co-chair), Jessica Kisunzu, Rushaan Kumaar, Tina Valtierra 
 
Staff: Megan Rhodes (co-chair), Amairani Alamillo, Pearl Leonard-Rock, Anneke Brewer 
 
Ex-officio: Heather Kissack, Paul Buckley (replaced with Manya Whitaker blocks 6-8), Jan Edwards, Steve 
Lawson 
 
Summary of the Year’s Activities 
 
First semester:  
Riley Scholars: During the first semester we continued to work on clarifying the expectations and 
demands of the Riley Scholars program. We met and spoke at length with Dean Garcia and supported 
her vision for developmental hiring and for the program to have clearer and more consistent policies 
about the kind of support CC will give to scholars during their residency here and the consideration they 
should receive if and when their temporary positions become tenure-track positions. These policies 
need to be communicated to and understood by departments before proposing a Riley scholar and 
more importantly with the visiting scholars themselves. 
 
Anti-racism Implementation Plan draft: The school year began with the issuing of the first draft of the 
Anti-racism Implementation Plan (ARIP), and the President specifically requested input from the DEAB. 
Our first three meetings focused on thoughtful discussions and produced a few suggestions. Before we 
could communicate all of these ideas, however, the final draft of the plan appeared with some 
surprising changes. Our block 4 and 5 meetings focused primarily on the issues arising from the final 
draft. 
 
Victor Nelson-Cisneros award: As every year, the DEAB was charged with evaluating the nominations for 
the Victor Nelson-Cisneros award and recommending a winner. We struggled with the lack of specific 
criteria or a rubric for prioritizing certain forms of contribution above others. As a result of our 
discussions, Tina Valtierra began drafting a rubric for these evaluations. The larger concerns of the ARIP, 
however, derailed our discussion of this rubric, and thus we recommend that next year’s DEAB discuss 
and finalize this rubric before block 3 when the recommendation for a winner is due. 
 
Special Opportunity hire: We were asked by Dean Garcia to advise in the special opportunity hire 
process for a candidate in the Sociology Department. Without any clear indication of what our role is or 
should be in such a hire, we consulted with the Dean herself. Her instructions were that a representative 
of DEAB should meet the candidate, for example over coffee, and send our observations or feedback 
directly to her. The faculty handbook only states that the department proposes a special opportunity 
hire and the Dean, in consultation with various bodies, including the DEAB, makes the decision. 
Certainly, as a board the DEAB will rarely have members with the necessary expertise to judge the 
qualifications of a particular candidate, but nowhere could we find any language as to what we were to 
consider: Is the candidate personable and interesting? Is the candidate someone who will diversify the 
campus and/or the curriculum? If so, how do we measure one’s contribution to diversity? Ultimately, 
the candidate in sociology had a brief conversation with Alistaire Tallent. The question of the DEAB’s 



role in these hires is one that still needs to be clarified, as such the DEAB suggests that in collaboration 
with the Dean’s office, we create a list of criteria.  
 
Confusion about mission and tasks: In general, the fall semester was marked by a great deal of confusion 
about the mission, tasks, and authority of the DEAB. The ambiguity of the charge in the Faculty 
Handbook and its lack of specific details of what duties the DEAB should undertake appear to have been 
problematic for DEABs in past years. We strongly encourage next year’s DEAB to address the question 
of the charge—which will have to be rewritten anyway, as the new senior leadership for diversity and 
inclusion will now be ex officio members—early and forcefully in the year. 
 
Response to final version of ARIP: The final version of the Anti-racism Implementation Plan appeared 
shortly before our block 4 meeting. In that meeting we realized that as a board we had to respond 
publicly and officially to some of the most problematic aspects of the final version—specifically, the 
replacement of the single chief diversity officer with three positions, and the resulting confusion and 
concern this change caused in the Butler Center. We drafted a letter to President Tiefenthaler and the 
ARIP team listing our questions and concerns. (see Appendix) We also requested a chance to meet with 
the team to discuss our concerns directly. This letter was sent shortly before winter break. 
 
Second semester: 
Reactions to the ARIP final draft: Before we were able to meet with the ARIP Team (but with a meeting 
planned) we learned of the students’ open letter to the administration expressing similar concerns. 
Subsequently, we learned of Paul Buckley’s decision to resign. These two important developments led 
us to issue a statement to the faculty and staff through the Faculty and Staff Digests explaining our 
position and plans and requesting input on what concerns and questions we should communicate. We 
received several responses from faculty and staff sent to the DEAB email address. 
 
Meeting with the ARIP: In early February we met with the ARIP team (minus the two representatives 
from the board of directors) to present our own questions and concerns, plus those we had heard from 
students and from the faculty and staff who responded to our posting. During that meeting Dean Garcia 
spoke persuasively to the rationale behind the decision to have three positions focusing on diversity 
rather than one, and we encouraged her to share that rationale more widely. In all, there seemed to be 
little we could do to change the process or the ARIP, but we did urge all the parties included to provide 
as much transparency and open communication as possible. 
 
Reporting out: It was understood in that meeting that the President would take the place of Megan 
Rhodes at the next staff In the Loop meeting to communicate the thought process behind the ARIP final 
draft and the next steps moving forward. However, through some scheduling conflicts and 
miscommunications, there was no one at that meeting to represent the ARIP team. On the faculty side, 
Alistaire Tallent spoke at the block 5 faculty meeting to update the faculty on the process, to remind 
them of the DEAB as a resource, and to assure those faculty who felt silenced and harmed that the DEAB 
was doing all it could to represent their voices. The DEAB also posted another message on the Faculty 
and Staff Digests updating the community about our actions involving the ARIP. We have tried to model 
transparency by posting all of our messages and updates to the DEAB website. 
 
Special opportunity hires: The spring semester saw two more departments request special opportunity 
hires, this time two in the Department of Mathematics and Computer Science and one in the French 
Department. Again the representatives of the DEAB who were charged with meeting the candidates and 
reporting back to the dean expressed confusion about what to ask, what to look for, and what to report. 

https://www.coloradocollege.edu/other/deab/


 
Participation in hiring of the three senior DEI positions: Once the campus moved to distance teaching 
and remote learning, the DEAB’s focus shifted to participating in and contributing to the hiring of the 
three DEI positions listed in the ARIP (Director for Diversity in Human Resources, Senior Associate Dean 
of the Faculty for Diversity and Faculty Development, and Senior Associate Dean of Students). There is at 
least one representative of the DEAB on each hiring committee, and each committee has solicited 
feedback in some way from the entire DEAB. 
 
Recommendations for the future: 
Attention to faculty membership: We feel strongly that there should be more than one tenured faculty 
member on the DEAB at all times. Given the sensitive and sometimes controversial matters the DEAB 
addresses, it is essential to have members with enough job security to speak frankly and candidly to 
higher administration when the situation demands. This year there was one tenured member, but 
having more than one would give the DEAB a stronger voice. 
 
We also learned of the disparities in how the Staff Council and the Faculty Executive Committee select 
the members of the DEAB. Staff Council solicits interested candidates from the staff and asks 
“applicants” to write a brief statement about why they are interested in the DEAB. While the application 
essay model might not work for faculty, it does seem urgent that the FEC find qualified and interested 
faculty to serve on the DEAB, perhaps by making the DEAB one of the top priorities for committee 
assignment after the divisional elections. 
 
Redefined/clarified mission: As essential as the membership of the DEAB is the charge of the committee 
itself. As mentioned above, the charge needs to be rewritten to reflect the membership of the three 
new hires. The DEAB will also need to articulate the role those three experts will play in the DEAB. Will 
the DEAB continue to report to and advise the president, simply with the expertise of these three 
individuals helping inform that input? Will the DEAB become an advisory board to the three senior hires 
instead of the president? Will the DEAB be charged with helping them execute plans and initiatives? 
These are enormous existential questions, but ones that the DEAB has been facing in other forms for a 
while. The time is now to clarify and strengthen the mission of the DEAB. 
  
Special opportunity hire consultations and the Victor Nelson-Cisneros award: As mentioned above, the 
DEAB is often asked to contribute to discussions and decisions without any concrete instructions on how 
to do so. The revision of the charge is an opportunity to create some guidance and clarity in those areas 
as well. We suggest creating a set of criteria for evaluating the nominations for the Victor Nelson-
Cisneros award and at the very least a specific description of what the DEAB can and should comment 
on in special opportunity hire candidates. 
 
 
 

 


