
 

 

Dear President Tiefenthaler,  

 

The Diversity and Equity Advisory Board was tasked to review the results of the Employee Campus Climate Survey. We 

were asked to identify three themes and provide you with some recommendations for initiatives to address these themes. 

The DEAB approached this task by dividing up the survey into areas of concentration: Race/Ethnicity, Gender, Sexual 

Orientation, Disability and Age/Years of service/Faculty Rank.  

Three major themes identified in the Employee Campus Climate Survey are: 

1)  CC Employees seem generally satisfied with the College’s formal “on paper” institutional processes and 

practices in support of the institution’s diversity and equity commitments, but there are concerns about 

discrimination as experienced in the day-to-day campus workplace environment. 

2) Employees who identify with traditionally marginalized identity groups based on Race/Ethnicity, Gender, Sexual 

Orientation and Age are less confident about the College’s policies, procedures and practices for addressing 

discrimination and for ensuring fair treatment.   

3) In the 2015 Employee Campus Climate Survey, there were no questions that directly addressed disabilities, but 

there are many statements in the climate survey that are relevant to disability identities. 

Detailed notes on the DEAB’s Campus Climate Survey discussion follow our Recommendations.  

 

DEAB Initiative Recommendations 

1. Review and strengthen formal procedures for addressing workplace discrimination while increasing transparency 

about anti-discrimination policies and procedures.  Formal procedures for dealing with discrimination can be 

strengthened by providing more than one pathway for addressing a hostile work environment.  For example, a 

clear procedure should be created that an employee can follow if the employee has reason to believe that their 

supervisor will not address the matter appropriately.  The College should review all existing anti-discrimination 

policies and procedures.   In this review, the College should ask (1) Do we have all of the policies and procedures 

that we should have in place? (2) Are the policies and procedures that we have in place effective?  Transparency 

about anti-discrimination policies and procedures should be increased through the creation of accessible resources 

on how to address discrimination including regularly offered informational sessions in traditional workshop and 

webinar formats, toolkits distributed to and that can be promoted within departments and programs, online 

resources gathered in a single CC web location that is linked to multiple CC websites, and an abbreviated key 

policies/procedures pamphlet with web location and campus contacts for accessing additional resources.  The 

DEAB further recommends sending electronic notices/reminders to all employees 2 - 4 times a year about how to 

access available resources. 

2. Provide additional avenues for campus intergroup dialogue about diversity and inclusion, including online 

discussion forums and informal events. 

3. Develop diversity and inclusion competency for employees by creating additional development resources and 

appropriately incentivizing/rewarding employee participation in diversity/inclusion training and other work 

accomplished in service of diversity and inclusion.  The DEAB recommends that such work on and off campus be 

considered in faculty salary self-reports and staff performance evaluations.  Special incentive/reward strategies 



should be developed for tenured faculty who are unlikely to be motivated by salary reviews.  Additional resources 

should be developed and promoted for faculty and staff supervisors to increase competency in inclusive 

communication and fair assessment of employee job performance.  The DEAB further recommends a review of 

the Faculty and Staff Handbooks with the goal of strengthening diversity and inclusion language and language 

about performance evaluation to better ensure fairness in evaluation and the promotion of diversity/inclusion 

work.  The College may also consider a review of staff performance evaluation templates to ensure that 

supervisors are following clear guidelines for an objective performance assessment. 

4. Add the following question to the next employee campus climate survey: Do you identify as having a physical, 

mental or cognitive disability? 

As indicated in the detailed Campus Climate Survey discussion notes below, the DEAB also discussed the need 

to address the College’s current parental leave policy. Although concerns about the parental leave policy were 

not indicated in the Climate Survey data, this was a topic of discussion in relationship to the survey data 

regarding Gender.  The DEAB recommends, as a special action item, evaluating our parental leave policy. We 

suggest that the College considers current differences in policy for staff vs. faculty and mothers vs. fathers, that 

the College research best practices in parental leave benefits, and that it consider being a leader in innovative 

parental leave policy. 

 

Notes: DEAB Discussion on Campus Climate Survey - Themes and possible Recommendations 
 

DISABILITY 

Comments - Many statements in the climate survey could be linked to a question regarding disability identity that could 

provide meaningful results, including but not limited to the following: 

Statements 

 4 - I am provided the resources I need to be effective in my job. 

 16 - Promotions in my department are based on a person’s ability. 

 29 - The institution takes reasonable steps to provide a safe and secure environment for the campus. 

 31 - The facilities (e.g., classrooms, offices) adequately meet my needs. 

 34 - This institution’s benefits meet my needs. 

 44 - This institution’s policies and practices ensure fair treatment for faculty, administration and staff. 

 50 - This institution places sufficient emphasis on having diverse faculty, administration and staff. 

 54 - This institution has clear and effective procedures for dealing with discrimination. 

 Additional Statements 

 4 - People at this institution understand and value the benefits of a diverse workforce. 

 11 - Our system for addressing feedback and complaints is effective. 

 

Recommendations 

 Add identifying question - Do you identify as having a physical, mental, or cognitive disability?  Due to a lack of 

data concerning employees with disabilities at Colorado College, other than those who self-identify to Human 

Resources, inclusion of a question regarding disability could provide valuable information regarding perceptions 

and concerns of faculty and staff with disabilities. This information could assist the college in providing best 

support to its employees with disabilities. 

 

 

GENDER 

Comments – Nothing seemed to rise to the level of significance, except as how the college relates addressing complaints.  

There are notable differences in gender for the statements around rewards/recognition and pay.  Anecdotally, assuming 

females who are mothers may have notable differences with benefits and work/life balance. Anecdotally, there also appear 

to be concerns among employees about our current parental leave policy in terms of how it affects the ability of all 

employees (mothers and fathers) to achieve work/life balance immediately following the birth/adoption of a child.  Gail 

and Barbara will do a quick survey with faculty and staff who have recently used our parental leave benefit to gather 



feedback on the current policy.  For faculty leave, we may need to consider a policy that guarantees a certain number of 

weeks in leave beginning at the time of birth/adoption, although this may impact the number of leave blocks.   

 

Recommendations 

 Address the parental leave policy differences between faculty and staff and between fathers and mothers. 

 Suggest the college not only research the best practices in parental leave benefits, but consider being a leader in 

this realm for Colorado and as compared to other top liberal arts schools. 

  

 

 

SEXUAL ORIENTATION 

Comments – We focused on (a) statements that addressed diversity directly and in which (b) the percentage of positive 

responses fell into the “red flag” category (45-54%).  We found that no statements fell into the even lower category of 

“acute”. 

Statements 

 54 – “this institution has clear and effective procedures for dealing with discrimination.” 

 45 – “at this institution, people are supportive if their colleagues regardless of their heritage or background.” 

 65 – “overall, I am satisfied with the institution’s efforts to support and encourage the valuing of different 

opinions, styles, and perceptions.” 

 64 – “people at this institution understand and value the benefits of a diverse workforce” 

 In addition, two diversity-related statements fell into the positive response category of “fair to good” (65-74% 

positive responses), with both at the bottom of the category (66%).  These statements were: 

 44 – “this institution’s policies and practices ensure fair treatment for faculty, administration, and staff.” 

 50 – “this institution places sufficient emphasis on having diverse faculty, administration and staff” 

One might wonder about the cause of the different percentage of positive responses between the first set of statements and 

the second set.  Our interpretation is that the two statements receiving more agreement address formal institutional 

processes and practices that exist on paper, whereas the first set of statements (with one exception) describe reality as 

experienced on a day-to-day basis by LGBQ individuals.  Statement 54 may be problematic in its use of the term 

“effective”; perhaps even clearer procedures are not sufficiently effective in dealing with actual discrimination.  

Statements 45 and 64 address interactions and relationships with people (support, valuation).  Only statement 65 seems 

out of place here and it may be because it suggests types of diversity (“opinions, styles, and perceptions”) that do not 

address social inequality (racism, sexism, homophobia, etc.) 

 

Given the above, we have several suggestions for improving the retention and thriving of LGBQ faculty and staff at 

Colorado College, a notable issue at time when antigay and antitrans hate language has appeared in a residence hall. 

 

Recommendations 

 Strengthen existent formal procedures for dealing with discrimination through ongoing informational sessions for 

resources available at CC and beyond (e.g. a webinar through Canvas at the beginning of the academic year – 

where to go if you experience sexual harassment, etc.).   

 Create simple online toolkit for people who feel they have been discriminated against – where to go, what to do; 

enhance transparency about policies and procedures.  This may include creating or buying video webinars.  Create 

or buy recorded sessions that can supplement in-person training sessions.  Create an anonymous reporting 

mechanism, and create a flowchart of reporting options and what happens from each option. 

 Strengthen existent formal procedures for dealing with discrimination by ensuring that there is more than one 

pathway to addressing a hostile work environment.  Hypothetical situation: where to go if the formal procedure 

mentions that the employee contact his/her supervisor, but the employee has reason to believe that the supervisor 

will not address the matter appropriately. 

 Provide further avenues for intergroup dialogue related to diversity.  In addition to the wonderful resources 

already at CC, promote further open spaces for informal conversation and exchange. 

 Increase competency in inclusion and diversity by incentivizing and rewarding employees who work toward 

attending to diversity.  Diversity work on and off-campus could be included in faculty salary self-reports and staff 

performance evaluations. 

 To that end, we suggest reviewing the Faculty and Staff Handbooks with a view to identify and strengthen current 

language related to inclusion and diversity. 

 



 

RACE/ETHNICITY 

Comments – Similar comments raised under Sexual Orientation-the decoupling of the higher level/formal processes and 

procedures and what is actually happening on the ground on a day by day basis.   

 

Recommendations 

 Strengthen formal procedures 

 Distribute information on policies and procedures at the department level, during department gatherings. 

 Create tools for supervisors and colleagues to use for talking points, how to respond to incidences within the 

department 

 Send email reminders 2-4 times a year about information that is available on the college’s various websites; 

send out an abbreviated pamphlet on key policies and procedures 

 Review all policies and procedures and ask the questions – (1) do we have all that we should have in place? and 

(2) are what we have in place effective? 

 

Additional thoughts – The recommendations from the Sexual Orientation group were applicable to Race and Ethnicity, 

moreover applicable to all subgroups. 

 

AGE / YEARS OF SERVICE / FACULTY RANK 

Comments – In the Staff data, the two age groups 55-59 and 65+ have notably lower scores for the following statements. 

 When I offer an idea, I believe it will be fully considered (communication) 

 We have opportunities to contribute to important decisions in my department (collaboration) 

 I can speak up or challenge a traditional way of doing something without fear of harming my career (fairness) 

 Promotions in my department are based on a person’s ability (fairness) 

 For the following statement (staff data), we see low scores across the board, but lower as age increases, with 

significantly lower scores for respondents in 55+ age categories. 

 Our review process accurately measures my job performance (policies, resources, and efficiency) 

 

In the faculty data, Associate and Full Professors at the college more than 25 years have notably lower scores for all 

statements in the Senior Leadership category, as well as a lower score for the following statement. 

 When I offer an idea, I believe it will be fully considered (communication) 

 

Recommendations 

 Increased training for staff and faculty supervisors, including training on inclusive communication to make sure 

that faculty and staff in the 55+ age range feel like their contributions are valued and that they are welcome to 

bring new ideas into their offices/programs. 

 Clearer guidelines for supervisors on what constitutes good performance. 

 Re-evaluate the annual performance review for staff so that the review reflects revised guidelines for what 

constitutes good performance.  Right now there is too much subjectivity.  Suggest reviewing the performance 

appraisal document for clearer guidelines. 

 

 

One overall recommendation - increase dissemination of information and training on diversity, inclusion, and 

policies and procedures 


