
COLORADO COLLEGE 

Diversity and Equity Advisory Board 

Tuesday, September 8, 2020 (virtually through WebEx due to Covid-19) 

 

Present: Neena Grover, Emilie Gray, Natanya Pulley, Christian Sorace, Pearl Leonard-Rock, Cathy 

Gillis, Peony Fhagen, Jan Edwards, Cate Guenther, Heather Kissack, Barbara Wilson 

Absent: Anneke Bruwer, Debra Mortenson, and Rosalie Rodriguez 

 

Meeting was called to order at 2:18 pm 

 

Agenda Block 1 Minutes 

I. Welcome to the committee (Anneke, staff co-chair, is waiting for her visa) 

II. Special welcome to Senior Associate Deans Peony Fhagen and Rosalie Rodriguez (Dean 

Rodriguez will join us next time) 

III. Discussion of our work ahead 

a. Faculty Training for DEI work – Dean Fhagen 

i. Discussion with the committee (see link in the email from Dean Fhagen) 

b. Review of job applications 

i. Review criteria (rubric?) 

ii. Central location and approval process 

iii. Whose job ads? Faculty? Staff? 

 What is in the ad (UG/Grad transcripts) 

 Standard DEI language 

 Who appoints the DEI people on the committee (Dean's office role still?) 

 Other search process (advertising/pool/interview) questions and monitoring 

 Collection of data? 

iv. Creating some standard language 

v. Setting our priorities 

vi. Timeline for this work 

o Dean Fhagen discussed the newly developed faculty training for faculty search committees; 

the training is "just-in-time" and is embodied in a suite of faculty development opportunities 

o The goals of the trainings is to decrease bias in all steps and increase the use of strategies to 

promote diversity, inclusion, and equity; plus how to monitor and learn to spot bias 

o At present, the trainings are voiceover Powerpoint presentations but will eventually become 

Zooms that faculty can observe at their own pace 

o Dean Fhagen will meet with each faculty search committee separately, as each discipline has 

its own needs 



o The training will be an evolving program, with feedback and suggestions being welcome for 

improvements. As of the meeting, most of the faculty on current searches had gone through 

the first step of the training. 

o One member of DEAB had positive feedback, as they are on two search committees.  Though 

a question arose – why are undergraduate transcripts required for some faculty searches? 

o Another member of DEAB asked if there was any uniform language in all faculty job 

postings? Answer – not right now, there is no standard statement on diversity, equity, and 

inclusion. DEAB could inform/recommend something in the future. Another DEAB member 

mentioned - placement of any uniform language in a job ad signals the priority of the topic.  

Dean Fhagen suggests that the placement might be best suited for the second or third 

paragraph, though at present, this is not imposed on search committees, and should somewhat 

be flexible for each position. This is another item that DEAB could inform/recommend to the 

greater community going forward. 

o The topic then shifted to the discussion of cognate versus non-cognate representatives and the 

diversity representative being primarily the non-cognate rep. At present, the diversity 

representative is someone who has gone through the Good to Great Excel@CC class; going 

forward, these representatives could (will) also go through the new training Dean Fhagen has 

brought to Colorado College----after 2020-21, should the people who have previously gone 

through the Good to Great training, receive more training? 

o A question arose, should the diversity representative be from the hiring department; in other 

words, the cognate? 

o Another comment suggested building in assessment into the search process; another related 

comment was that it would be helpful to have external feedback on failed searches; there is 

risk in failing a search, moving forward even though there are signs of failure, etc.   

o QUESTION – should job descriptions be routed through the DEAB?  Recently faculty 

postings have, but staff have not.  Will need to be discussed further as the charter for the 

DEAB is revisited. Human Resources is open to developing a process and a rubric for DEAB 

to review staff postings 

o Staff search committees have at least one member who has gone through the Good to Great 

and Talent Acquisition classes offered through the Excel@CC professional development 

program  

o A process and rubric can also be developed for reviewing faculty postings; though the 

timeline for faculty searches, and the fact that DEAB does not work over the summer, may 

prohibit all faculty job postings from being reviewed. 



o Besides the timeline, consider the workflow of the review – in what order should the 

following people review the postings – Dean Garcia, Peony Fhagen, and DEAB 

o Peony committed to developing a review rubric for faculty positions; DEAB is/would be 

providing additional review – bringing voices of the whole college, which is separate from 

the Dean's review—multiple eyes are a good thing, plus it gives DEAB an opportunity to 

think about their work. 

o Peony asked Jan Edwards/Accessibility Resources to think about what CC is not doing for 

accessibility to jobs, the interview process, and the on-campus visits. 

 Discussion occurred about whether or not to put it on the applicant to request 

accommodations or somehow list on the CC website all accommodations the 

college provides; make this list available to department chairs and committee 

chairs 

 Jan Edwards and Natanya Pulley will create a list of examples of 

accommodations, plus work on creating a statement with a link; this information 

could then be provided to candidates when the invitation to come to campus is 

sent out. 

 This could be part of the development program Peony is developing for search 

chairs to know how to provide information to applicants about accommodations. 

 

c. Review of our charge, composition, and mission as we have three new DEI leadership 

positions at the college 

i. Review our name 

ii. Review our charge 

iii. Review our composition 

iv. Develop our tasks ahead 

 Hiring and Retention of DEI folks, including exit interviews for those 

leaving 

 How DEAB can be the voice of faculty and staff while supporting the Deans 

 Review of Victor Nelson-Cisneros Leadership award nominees 

ADD to this list at the meeting 

v. Prioritize the tasks 

vi. Develop a timeline for this work 

o With the three new positions dedicated to DEI work, what does this mean for the work of the 

DEAB 



 

d. Oversight Committee for Anti-Racism Implementation Plan (ARIP) (proposed last year) 

i. Did it get formed? 

ii. Membership? 

iii. Tasks? 

iv. Our role? 

o Where is CC on the Oversight Committee Development? 

 The DEI team are in conversation with the co-presidents about the committee 

 Before moving forward, need to figure out what the Oversight Committee will do, what 

the DEI team will do, and what the DEAB will do 

o Discussion 

 Ideas for roles –  

i. Oversight Committee – oversees the implementation of the antiracism plan, is the 

strategic/visionary group that supports future initiatives, develops the 

prioritization of initiatives 

ii. DEAB is currently an advisory board to the President and Cabinet of Colorado 

College; perhaps going forward, DEAB would be an advisory group to the DEI 

team; and monitor what is actually occurring on campus 

iii. DEI team is in between the Oversight Committee and the DEAB 

iv. Perhaps change DEAB from an advisory board to a "senate." 

v. Perhaps add student voices to the DEAB 

vi. Let's be mindful of terms like power.  For example, Rosalie Rodriguez is the 

Director of The Butler Center, which gives her power over the programming and 

initiatives provided by The Butler Center 

vii. Let's not forget that antiracism work of the college encompasses the umbrella of 

diversity, equity, and inclusion – not just race and ethnicity, but all marginalized 

groups, people, and identities; the question may be, "how do we build into the 

CC community the holistic umbrella of the framework of antiracism?" 

viii. Students' presence on the DEAB may hamper the conversation, especially for the 

non-tenured faculty; the question – why were students no included when the 

DEAB was formed in 2015? Some thought it was because sensitive topics on 

employment and the workplace were being discussed 



ix. Question – could we add a student voice to the committee? If not, the CCSGA 

Vice President for Inclusion and their committee could be periodic guests and 

bring topics to the DEAB 

---------------------------------------------------------- 

Going forward 

 The DEAB will meet on the third Tuesday of every block from 2:15 to 3:45 pm 

 If students are added, suggest two or three; however, being mindful of the pre-tenured faculty 

voices on the DEAB 

 GOALS for 2020-21 

o Faculty trainings and search committee development 

o What are the tasks/purpose of the DEAB, Oversight Committee, and the DEI team 

 

Attachments – DEAB Reports for two years 

Link – In Dean Fhagen's email about faculty hiring training 


