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Diversity and Equity Advisory Board 

September 6, 2019 

1:00-2:30 pm in Tutt 108-9 

 

Members present: Megan Rhodes, Melanie Alexander, Steve Lawson, Tina Valtierra, Amairani Alamillo, 

Heather Kissack, Rushaan Kumar, Jessica Kisunzu, Alistaire Tallent, Jan Edwards 

 

Members Absent: Paul Buckley  

 

Agenda Block 1 

 

I. Introductions  

a. The newest staff member will be decided soon with Staff Council and President 

Tiefenthaler and will join us for the next meeting. 

II. Diversity and Equity Advisory Board overall mission 

a. President Tiefenthaler asked DEAB to prioritize the Antiracism plan 

a) Antiracism Implementation Plan   

https://www.coloradocollege.edu/other/external-review-of-

racism/docs/Antiracism+Implementation+Plan+DRAFT.pdf 

a. What is missing? 

Defining the role of DEAB in the document  

i. A clear, specified definition of anti-racism  

1. A broad, campus wide and salient message. 

2. The plan should also define ground-level, personal 

antiracism. 

ii. An acknowledgement of the intersections of other marginalized 

identities (LGBTQ+, gender, sex, ability etc.) with race  

iii. An identified way of addressing policy problems; who can claim a 

change is necessary and who makes that change? 

iv. Consequences/accountability in the document. 

v. Education emphasis in the overall initiative. Everyone should be 

educated on the mission (especially in onboarding processes).  

vi. Increasing compositional diversity of CC student body is lacking 

specific metrics (on page 6 of the document).  

vii. As this is a living document, what is the process for 

amending/editing and who is in charge 

viii. Explicit guidelines for how the document/mission will be continuous 

and sustainable. For example, what happens when committees do not 

convene for long periods, such winter and summer breaks? 

ix. The jobs outlined in the document: adding clarity and specificity. 

(Task specific over person dependent) 

x. Articulation of how bringing in temporary faculty can help the 

antiracism mission  

xi. The role of athletics 

xii. Co-curriculars  

b. Concerns 

https://www.coloradocollege.edu/other/external-review-of-racism/docs/Antiracism+Implementation+Plan+DRAFT.pdf
https://www.coloradocollege.edu/other/external-review-of-racism/docs/Antiracism+Implementation+Plan+DRAFT.pdf


i. Passive voice can create ambiguity around who is implementing the 

improvements and taking responsibility for ensuring it happens. 

ii. A need for additional programming to Excel@CC classes addressing 

the mission as these electives and do not reach the entire campus. 

1. The people who are least likely to elect to interact with and 

most uncomfortable with diversity 

trainings/events/committees are the ones who most need to 

be around them.  

iii. The section that address who wrote the plan names one student and 

one faculty member. 

iv. If faculty are hired straight into tenure, then what procedures are in 

place if the hire does not work out? 

c. DEAB’s role  

i. If DEAB’s main role is now this plan, we need to ensure other voices 

(women/minority concerns, ADA advisory, etc.)  are still represented  

ii.  

The new three-person team  will join the Board 

 

1. No one has used the message function on the DEAB website 

yet. 

iii. DEAB’s exact role (task force or other) should be outlined by the 

president. 

1. If DEAB is only a sounding board, that should be clearly 

stated. 

2. If DEAB is expected to take action, that should be clearly 

stated and its amount of power should be defined. 

iv. DEAB should have two or three tasks to spotlight and push in order 

to maintain better focus and drive. 

v. DEAB members should have more training in order to effectively 

work as an advisory on issues.  

1. DEAB assessed programs, hires, etc. but only with the 

proper training to do so. 

2. The semester before a new member joins DEAB, they could 

sit it on meeting and trainings in order to mitigate the 

learning curve of what DEAB does (which causes the first 

couple meetings of each year to lose time to helping new 

members play catch-up).  

vi. If DEAB becomes a more autonomous body, should it meet more 

than once a block? 

 

1. Will the new three-member team represent DEAB in helping 

to take action and implement change? 

vii. Will DEAB consult with the assessment committee at all? 

1. There is lots of work at the departmental level, but not 

enough communication between people, and not necessarily 

focused on questions of diversity and equity. 



viii. The new general education requirements could tie into DEAB 

depending on how interaction with faculty works. 

1. Does DEAB only deal with diversity or curricula too? 

ix. DEAB could partner with the procedural committee and make a joint 

proposal. 

d. Accountability  

i. Departments should be held accountable for upholding the anti-

racism mission. If they are not meeting specific diversity 

requirements, then there should be consequences. For example, in 

the full report, Worthington suggested a dock in pay. 

ii. Investing in students’ anti-racism events/resources is great, but 

equity and access to programs should be ensured. For example, block 

breaks are typically utilized most by the students of a higher 

socioeconomic status (there has been progress, such as #iamstaying 

and programming on campus, complimentary tickets to downtown, 

etc). 

1. The Butler Center is a great resource, but it is too big of a 

job for them to take on the initiative of equitable student life. 

a. A separate team/office should be created for that 

(and recreation/athletics should be included). 

iii. What are the repercussions for faculty who are already tenured if 

they do not contribute to the mission as they should? 

1. Post-tenure reviews should be considered. 

2. There should be a standard framework for what happens if 

tenured faculty are not upholding the mission. 

iv. Processes for recruitment, hiring, and retention already exist. Will 

those be upheld or reassessed and changed? If so, whose call is that? 

How are those to be enforced? 

 

 

III. Recap of 2018-2019  

Diversity and Equity Advisory Board 2018-2019 End of Year Report 

https://www.coloradocollege.edu/other/deab/meetings-and-   

reports/pdf/Diversity+and+Equity+Advisory+Board+2019+Report.pdf 

May 2019 meeting minutes for extra review if desired:  

https://www.coloradocollege.edu/other/deab/meetings-and-

reports/pdf/DEAB+Agenda+and+Minutes+5-3-19.pdf 

 

1. Dean of Faculty Claire Garcia will come to the next DEAB . 

i. Should the dean be an ex-officio member of DEAB as suggested last 

year? 

IV. Riley Scholars  

a. Last year DEAB made the recommendation that Riley scholars should be hired with the 

intention of an eventual tenure track position. 

i. Some concern over limiting the hiring pool of American ethnic minorities by 

prioritizing those who know about and participate in the Riley Scholars program 

was voiced. 
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ii. One current perception of Riley Scholars is that they are not given the 

consideration and preparation/mentoring they should be for eventual 

employment. 

iii. A more consistent protocol should be determined and more open communication 

implemented.  

iv.  

v. Language surrounding Riley scholar opportunities should be reviewed to ensure 

clarity and full understanding of expectations both on the part of CC and the 

Riley scholars.  

V. Announcements/New business  

a. The next member highlighted on the DEAB web page will be the new staff member 

(once they are selected). 

b. Steve Lawson gave an update about the database of faculty expertise that is in progress. 

i. The selected company will build to the specifications given by CC. 

ii. The goal is to have the database up and running by summer 2020. 

iii. Anyone who wants to ask questions/discuss is welcome to contact Kate, the 

digital scholarship librarian.  

c. Heather Kissack gave an update about possible data projects.  

i. A partnership with the compensation committee may be used to shed light on pay 

diversity at CC. 

ii. A new software/partnership with a Denver based firm could be utilized to further 

examine data surrounding staff/faculty salaries at CC. 

VI. Final Thoughts and Tasks 

a. Trans inclusivity in the context of staff and faculty should be addressed.  

i. Currently, there is a lack of support and cultural understanding regarding trans 

faculty. In large part this stems from a lack of representation in faculty hiring. 

ii. While CC makes efforts to address/help issues that trans students face, it does not 

do enough for trans faculty/staff. 

iii. The way that a trans identity intersects with other marginalized identities (such as 

race and ethnicity) needs to be acknowledged/addressed.  

iv. The trans conversation needs to be kept going and DEAB should talk with the 

president and dean regarding concentrated time and effort in this area. 

b.  

c. Amairani will look for documents regarding specific anti-racist actions/language to 

forward to DEAB members. 

d. Melanie will look for links about the clearly defined anti-racist plans at Australian 

universities to forward to DEAB members.  

e. DEAB needs to ask the dean of faculty if there will be a discussion of the anti-racism 

plan at the faculty meeting of the block and, if so, in what form will it be? 

 

 DEAB will compile the suggestions discussed in this meeting and circulate with the Board to 

review before sharing with President Tiefentaler in Block 2/3. 

 

 


