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The Evergreen State College

Equity &amp; Inclusion Council

2016-2017

Action Plan

“Commitment to equity begins with the conviction that all students who have completed high school

deserve the opportunity to attend college and to obtain an education that will prepare them well for work,

life, and citizenship.”

AACU Board Statement on Diversity, Equity, and Inclusive Excellence, June 27, 2013



Mission and Vision Statement

"The Council has listened to the concerns of students, staff, and faculty from historically underserved

communities. Their experiences place faces and names to the equity gaps that exist on our campus. We

are therefore compelled and committed to take actions that improve outcomes for the most underserved

members of our community. Over the course of the 2016-17 academic year, we are proposing a paradigm

shift, grounded in the College's long-standing diversity efforts, to an institution-wide approach that

establishes a culture of inquiry, grounded in equity, aimed at supporting the success of all our students.”

Equity in higher education refers to creating opportunities for equal access and success among

underserved student populations, such as students of color and low-income students. In the postsecondary education research community, equity is defined in three ways: representational equity, the

proportional representation of underserved populations within the student body and also the representation

of underrepresented faculty and staff at all levels of the institution; resource equity, which takes

into account the educational resources that are directed at closing equity gaps in student learning and

student success; and equity-mindedness which involves institutional leaders (faculty, staff, and

administration) demonstrating an awareness and a willingness to address equity issues. The objective of

the Equity and Inclusion Council (formerly known as the Diversity and Equity Council), as outlined in

President George Bridge’s charge, is to “[advance] Evergreen’s commitment to and aspirations for greater

equity, diversity, and inclusion of under-represented populations in our campus community” through the

development of “proactive, strategic, and sustained initiatives for progressive institutional change.”1

As a Council, we offer the following recommendations in the hopes of promoting more equitable

practices in all of the above areas by transforming our current systems of governance, campus-wide

education, and faculty and staff hiring development. We also propose a broader use of data to determine

and assess our equity goals, as Evergreen strives to become a more student-ready college.

Humbly submitted,

The Equity and Inclusion Council

Bentse Bianbaciren

Felix Braffith

Laura Coghlan

Lisa Dawn-Fisher

Wendy Endress

Phyllis Esposito

Kennedy Flores

Tracy Hall

Olga Inglebritson
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Tina Kuckkhan-Miller

Emily Lardner

Rashida Love

Naima Lowe

Lorie Mastin

Greg Mullins

Emily Pieper

Carolyn Prouty

Madeline Rider



Juan Carlos Ruiz Duran

Therese Saliba

Raquel Salinas

Steve Schmidt
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ShaMarica Scott

Laurel Uznanski
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See Appendix A for the Presidential Charge for the Diversity and Equity Committee.
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Background and Need

As we look back to the early years of Evergreen, in the 1970s, it seemed there had always been a need to

further explore how faculty, staff and students were reaching the needs of all students enrolled on the

campus. Students of color began to openly question whether they were represented in and out of the

classroom. As a response they formed the Third World Coalition, which is currently the First Peoples

Multicultural Advising Services office. Several college-wide committees were formed to investigate and

begin to try and address the gaps that students were experiencing in the classroom. Calls for mandatory

anti-oppression training for faculty were also requested.

Since then, many efforts campus-wide have been aimed at addressing these same gaps, for example the

Tacoma program, Native Programs, First Peoples Multicultural Advising Services, TRiO Student

Success, Upward Bound, Veteran’s Resources Center, as well as the 2006 Diversity DTF which spawned

the Diversity and Equity Standing Committee – our functional equivalent until President Bridges March

2016 charge and the creation of the Diversity and Equity Council, now named the Equity and Inclusion

Council.

The prior inclusion/diversity work is ongoing and is also included in other current campus work. Its

influence can be seen in: Summer Institutes, the work of the Faculty Agenda Committee, the Washington

Center and various Curriculum DTF’s along with an array of faculty, staff and student initiatives. As a

nod back to our history, still we hear requests from staff, students and faculty to implement mandatory

anti-oppression training for faculty.

Nevertheless, a review of our quantitative and qualitative institutional data, including student voices

(most recently, the formal requests of Trans and African American students) makes clear that equity gaps

persist. In order to close these gaps, the Council suggests, that the College move from a diversity agenda

focused on intercultural understanding to an equity agenda, an agenda that recognizes the existence of

equity gaps and strives to close them. Despite the presence of existing programs, more faculty, staff and

services are needed across the college to support students at the undergraduate and graduate levels in their

educational pathways.

This action plan for 2016-2017 represents the Council’s recommendations for the coming academic year

to begin this ongoing process of achieving equitable outcomes.

Content Goals:

• Create a campus-wide equity agenda that focuses on addressing gaps in student learning and

student success equity as an institutional priority.

• Restructure college resource allocation (time, money, policies, work units, information streams,

personnel) to support an equity agenda.

Process Goals:

• Build and sustain a college-wide culture of inquiry focused on student learning and student

success.

• Align what we say we are about (Evergreen’s mission &amp; vision statements) to what we actually

do (learning outcomes for students)

Outcome Goals:

• Continue the process of working with faculty in defining college-wide student learning outcomes

tied to the Six Expectations which can continue to serve as a collective guide for curriculum

planning and for assessing student learning.
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•

•

•



Create equitable learning opportunities for student success tied to the Six Expectations for

underserved student groups on our campus.

Improve the College’s capacity to engage student services professionals, faculty, and students in

collaborative dialogue in order to strengthen students’ success and overall Evergreen State

College experience.

Improve the equity in students’ experiences of engagement in their learning, confidence in their

education to help them attain their goals, sense of meaning and purpose in their work, and a

positive social climate



Equity Goals:

• Our equity goal, simply put but not simply achieved, is to substantially improve the

experiences of underserved students on our campus so that we close equity gaps in student

learning and student success. An “equity gap” is an unequitable difference—read “worse”—

between the experiences, opportunities, and/or outcomes of underserved students. We choose

“underrepresented” and “underserved” with intention, in recognition of the power of language to

name the problem as one of historical exclusion from ‘the academe’ and its power and resources,

eschewing language that sources the problem as the students themselves (“at risk”) or in a

negative light (“minority”).

At Evergreen there exists an equity gap in the experiences of underserved students. This is best

understood as a collection of multiple, multi-faceted equity gaps that express the differential, inequitable

experiences, opportunities, and outcomes of students whose collective identities have been neglected,

under-resourced, and marginalized in higher education generally and at Evergreen specifically.

At Evergreen, the Equity Council has studied and taken note of several equity gaps on our campus,

notably:

•



Retention: Fall to Fall retention rates for Olympia Undergraduates: Native American/Alaskan

Native and Black/African-American students had lower retention rates, as did LGBTQQ students

and students with reported disabilities. The most important factors underserved students cite for

why they leave Evergreen include (after financial reasons): not learning what is important to them

and not feeling that they fit in at Evergreen.



•



Confidence data: Surveys taken by new students at the beginning and end of their first year

reveal steep drops in confidence: : (a) for students of color that they will develop skills and

expertise in a specific field/fields; (b) for students of color and low-income students that they will

be able to pursue graduate/professional education if they decided to in the; (c) for students of

color and first generation students that they will be able to find a satisfying job or make a desired

career change after graduation.



•



Satisfaction with their education: (Student Experience Survey): Low-income students had

significantly lower mean levels of satisfaction with interdisciplinary approaches to learning, and

with seminars as a way to learning; Black students had less satisfaction with their progress in

achieving their goals, and with the level of respect they felt from other students.



•



High Impact Practices: National Survey of Student Engagement (NSSE) 2014 data: Native

American students and Asian students were significantly less likely to have engaged in High

Impact Practices (HIPs) such as internships, learning communities, and capstone projects. In

contrast, Latinx students report high levels of engagement with internships and learning

communities, and lessons can be gleaned from these areas of success.
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•



Demands of Student Groups: Black Focus and Trans Students

o Trans Student Demands for a Safer Campus: Faculty collect, regularly use, and have

mandatory training on pronoun usage, as well as staff and faculty training on systematic

oppression and allyship to trans students; more gender neutral bathrooms; student-led

bias response team with paid positions.

o Black Focus Demands mirror those named nationally: Increased diversity of professors,

required diversity training, fund cultural centers, require classes for students, increase

diversity of students.



•



Assessment of transcripted Academic Statements: low-income students and African American

students had statistically significant lower scores on measures of written English than did white

students and students from families that were not low-income.



Interventions and Strategies to Address Equity Goals:

This section outlines a set of strategies for meeting the equity goals that are tied to four areas of

institutional structure and work: (i) Hiring a Vice-President for Equity &amp; Inclusion and developing a new

Division of Equity and Inclusion that will enable us to implement coordinated and effective college-wide

strategies toward addressing equity goals; (ii) Engaging our college in on-going campus dialogues around

equity; (iii) Prioritizing and coordinating ongoing inquiry-oriented faculty development to examine and

refine practices that contribute to three areas of students’ experiences: learning, connections to campus,

and confidence that the educational opportunities they experience at Evergreen are meaningful in the

context of their lives; (iv) Structure our work in ways that make sure we attend to both equity goals for

faculty hiring and equity goals for on-going faculty development for all faculty.

The following section outlines a set of strategies within each of these areas and provides a brief rationale

for how they contribute to attaining the specific equity goals around students learning, connections to

campus and confidence in their education.2

Hiring a Vice President for Equity and Inclusion

In order to implement a coordinated and effective campus wide equity strategy, work has started on the

hiring of a VP for Equity and Inclusion and the development of a new division of equity and inclusion

that may include academic support services for underserved students, faculty development, a teaching and

learning center, along with oversight of equitable recruitment, hiring, retention, and training of faculty and

staff, including anti-bias training.3

In terms of the specific equity goals, the VP would shepherd the campus in re-centering Evergreen’s

approach to teaching, learning, and support services on student needs in order to effectively address three

areas of students’ experiences: student learning, students’ connections to campus, and students’

confidence that the educational opportunities they experience at Evergreen are meaningful in the context

of their lives. With this as the primary purpose of the position and in light of the equity gaps highlighted

in this Plan, we build capacity in all of our employees for teaching and supporting students and for hiring

and retaining a more diverse employee group. We begin the working of tangibly infusing equity and

inclusion premis and principles into all aspects of College business.

The Council researched administrative positions at colleges to determine the scope of the range of the

responsibilities for this newly created position of Vice President of Equity and Inclusion as well as the

development of a division for Equity and Inclusion. Based upon this research, the Council recommends

2

3



See Appendix B for 2016-17 Equity and Inclusion Council organizational chart.

See Appendix C for full Recommendations to the President from the Vice President Search Committee.
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an organizational/structural change that situates this VP to have the capacity and institutional support to

place equity at the center of the on-going work here at Evergreen. In addition, we recommend that this

new structure/division provide direct lines of communication to, and/or a dotted-line reporting structure to

the new VP among offices within both Academics and Student Affairs including:

•

•

•

•

•

•

•

•

•

•

•



First People’s Multicultural Advising

TRiO

Upward Bound

Access Services

Veterans Services

Affirmative Action/Equal Opportunity Office

Title IX administration

Trans and Queer Center (TQC)

New Teaching and Learning Center

Human Resource Services (HRS)

Faculty Hiring



Campus-Wide Initiatives

At The Evergreen State College relationships are important. Relationships between students, students to

faculty, staff to students, and faculty to faculty, to name a few. Since relationships are an integral part of

our college, the question becomes how can we (Equity Council) leverage this strength of the college to

enhance the College’s understanding of what it means to move from a diversity agenda to an equity

agenda? In what ways can we involve faculty, students, staff, and administration in respectful dialogue

where concerns, suggestions, and strategies for action are taken seriously?

As a Council, our aim for the 2016-2017 academic year is to engage our college in on-going campus

dialogues around equity.4 We believe that our campus-wide initiative “Coming Together: The Struggle

Continues” supports our work in the following manner:

•

•

•



Refines our understandings of the issues and helps generate solutions;

Builds support for efforts already in place and for developing new programs; and

Forges new community relationships and strengthens existing partnerships.



The Coming Together series for the 2016-2017 academic year will build upon the themes from the 20152016 academic year. Last academic year the series centered most of its content on equity, race, and

student outcomes. The initial Coming Together speaker Gyasi Ross illuminated indigenous knowledge as

a solution to achieve equity. His lecture provided our campus with the Essential Question to guide our

collective work towards achieving equity. This thought provoking question, “if equity is not about the

willingness to give up something, what is it about?” posed a paradigm shift in the way our campus

thought, spoke, and addressed racial inequities.

The final speaker of series Dr. Veronica Velez challenged leadership to devote the time and resources

required to successfully address national data reflecting the overwhelmingly inequitable outcomes for

students, staff, and faculty of color. She also delivered a powerful testimonial of the inequities and

challenges she faces as Latina professor and administrator in higher education. Her message provided

additional context to the urgency for our campus to rethink how we teach, support and learn from

historically underserved populations. A follow-up seminar unpacked the theme of the presentation,

“Beyond Speaker Series: Ensuring Racial Equity on Our Campuses.”

4



See Appendix D for 2016-17 Equity Council Campus-Wide Initiatives Planning Timeline
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And so with “Coming Together: The Struggle Continues” we aim to pursue our guests’ and teachers’ call

to action in three distinct, but related activities across the college during the 2016-2017 academic year. A

brief outline of these activities is as follows:

•



Coming Together Community Forums – Building upon 2015-2016 Coming Together Speaker

Series, the Coming Together Community Forums will include an Equity Council report-back fall

quarter, one speaker fall quarter, and two speakers winter quarter. These forums seek to elevate

participation and engagement of students, staff, and faculty through varied formats and

collaborative workshopping opportunities, including direct support of the Faculty Resolution on

Equity passed during the 2015-2016 academic year. The forums are outlined as follows:

o Coming Together: The Struggle Continues (11/16/16): The co-chairs present the work

of the Council, including an overview of recommendations made in the Strategic Equity

Plan. This forum will be formatted similarly to that of the initial “Coming Together”

campus forum held in the Recital Hall and will be open to students, staff, and faculty. In

coordination with this public forum, direct outreach to students will happen through

connection to their programs and Student Activities.

o Fabian Romero (Late Fall Quarter): In honor of Trans Day of Remembrance, the

Trans and Queer Center and the Equity Council present Fabian Romero, a Queer

Indigenous writer, performance artist, activist, and Evergreen alumni. They will speak on

the importance of mourning and honoring the lives of trans people who have been killed

by transphobia, as well as the importance of caring, loving, and fighting for those who are

still alive. Fabian will also conduct a workshop that centers on trans students, healing, and

self-care as a form of resistance to the violence that transgender people face on a daily

basis.

o Water is Life (Early Winter Quarter): This community forum will explore the impact

of energy extraction on the Earth’s waterways, the effects of such development on

Indigenous communities and indigenous peoples’ approaches to resistance. Presented by

artists, activists, and scholars, including current students and alumni, the panel will look

at the struggle of the Standing Rock Sioux tribe against the Dakota Access Pipeline, as

well as occurrences in other parts of the world. The panel will begin with a cultural

presentation on the importance of water, followed by a panel presentation, small group

discussion, and visual art activity.

o Black Focus (Mid-Winter Quarter): Content and presentation format to be determined

by the Black Focus student group.

o Equity in Education (Mid to Late Winter Quarter): XITO (Xican@ Institute for

Teaching and Organizing) will present the film “Precious Knowledge”, a documentary

regarding the criminalization of the teaching of Ethnic Studies in Arizona.



•



College-Wide Equity Read – One way we intend to address gaps in student learning and student

success is to help faculty, staff, and administrators recognize that defining student success in

terms of institutional learning outcomes provides a crucial foundation for our work. We think the

campus read project described below will help us achieve the goal because the process of reading

and discussing McNair, Albertine, Cooper, McDonald, and Major’s Becoming a Student-Ready

College: A New Culture of Leadership for Student Success (2016), particularly the chapter

entitled “Making Excellence Inclusive,” will help build a common understanding of an equity

mindset and the process of becoming a student-ready college, both of which will help guide the

implementation of the Equity Plan.

The campus read will unfold in the following manner:
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1) In December 2016, the Equity Council will meet with senior staff to seminar on Becoming a

Student-Ready College, the first step in the process of building common understanding about

equity mindsets.

2) Following the December gathering, senior staff will choose a date in late February or early

March 2017 to bring together staff, administrators, and faculty from across divisions to

participate in a seminar/workshop, focused on the book. The goal of this larger workshop is

to continue the process of building a common understanding of equity mindsets.

Representatives of student groups will be invited to participate in the workshop.

3) The Equity Council will request time at a faculty meeting late in winter quarter to hold a

parallel discussion about the Equity Read, particularly the section in chapter 3 about defining

student success as learning.

•



Day of Presence Conference on Race, Equity, &amp; Inclusion – Finally, our college-wide actions

will culminate in an expanded Day of Presence (April 14, 2017), one in which we ensure the

involvement of the College by halting all other activities including classes. This conference,

planned in collaboration with Day of Absence/Day of Presence stakeholders across campus, will

include several tracks for all members of the Evergreen community – students, staff, and faculty –

with workshops proposed by on- and off-campus educators and community leaders. Intracollege

presenters will be supported by the opportunity to apply for funding from the Equity Fund. The

conference will culminate in a keynote speaker. To effectively execute the Day of Presence

Conference on Race, Equity, &amp; Inclusion, the Council recommends a faculty resolution agreeing

to commit to incorporate Day of Presence into their spring quarter syllabus, including not holding

class on this day and requiring student participation and written reflection. The Council also

recommends the dedication of resources, financial and other, to support conference preparation

and incentivize participation.



In addition to “Coming Together,” we aim to build and transform the diversity precedent initiated through

the work of the President’s Diversity Fund. By rebranding and repurposing the President’s Diversity Fund

and restoring original funding levels, we intend to coalesce existing and potential grassroots equity

programming across campuses. The President’s Equity Fund Committee, modeled on the recently

concluded President’s Diversity and Equity Standing Committee, will support the President’s Equity

Fund in elevating the prior work of the President’s Diversity Fund to provide funding, in the form of

small grants, to grassroots programming initiatives and will incentivize proposals for the 2017 Day of

Presence Conference on Race, Equity, &amp; Inclusion. New standards for funding applications will ensure

that future grassroots programming aligns and supports the College’s equity goals as a whole.

Faculty Development and Faculty Hiring/Retention

Faculty need access to informed and ongoing faculty development in order to engage relevant inquiries

and practices that will address the equity goals, they will need access to informed and ongoing faculty

development. The primary strategy to further this work will involve coordination with the Dean of Faculty

Hiring and Development and the emergent Teaching and Learning Center to prioritize workshops and

inquiry cycles that will be relevant to addressing the equity goals. In addition, there needs to be a process

for supporting the faculty in acting on the “Resolution on Faculty Development in Race &amp; Equity.

We understand faculty hiring and faculty development do have implications for each other, while our

original charge did not ask us to look concretely at faculty hiring. By aligning hiring criteria and practices

with the equity minded competencies and dispositions that are being cultivated through faculty, we can

begin to hire faculty who are prepared to address equity goals related to student outcomes. By attending to

not just the hiring, but also the qualities of supportive climates and resources for faculty of color we will

also have a way to sustain an environment where underrepresented students see themselves reflected in

the academic roles and interests of faculty.
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(1) Faculty Development –

a. Prioritize and coordinate faculty development with the aim of helping faculty to

understand and refine practices that intended to reverse the sharp decline in confidence

that new students have in the ability of Evergreen to meet their needs from fall to spring

of their first year; address the reasons why the decline is so sharp for students of color;

and create learning opportunities across the curriculum aimed at addressing equity gaps

in student learning and student success. This strategy will involve coordinating with

Academic Deans and Standing Committee on the Curriculum to make use of the

structures for the Teaching and Learning Center forwarded by the group that attended the

Teaching and Learning National Institute. Part of the organizational structure of this

Center involves translating the institutional priorities into ongoing equity-minded and

inquiry-oriented faculty development that attends to student learning experiences and

outcomes related to the Six Expectations, and then coordinating, supporting, and

assessing it.

b. Provide supports for enacting the faculty resolution and connecting it specifically to

our equity goals

• The Academic Deans will work in collaboration with the Equity and Inclusion

Council to identify a set of criteria and resources that could inform and support

faculty in making relevant moves that are equity minded. Develop a strategy with

the Agenda Committee and the emergent Teaching and Learning center to share

these criteria and resources, and develop a strategy for assessing the effectiveness

of this work, both in terms of faculty engagement and also in terms of student

learning. The resources should also specifically target this year’s equity goals.

• Work with the Academic Deans, the emergent Teaching and Learning Center,

The Washington Center, MiT, and UFE to develop a set of protocols for

informing and engaging equity-minded reflection on teaching that can be built

into faculty development workshops and guide individual faculty annual

reflections. These protocols will specifically connect with this year’s equity

goals.

• Work with the Academic Deans and UFE to identify and refine any criteria tied

to renewal of contract/continuation that might inadvertently create either

ambiguity or even a double bind for faculty about how to best represent their

commitments to the college.

(2) Faculty Hiring and Retention –

a. Faculty Hiring Priorities Process - Recent academic publications on diversity in faculty

hiring emphasize placing equity at the center of establishing hiring priorities (see The

Chronicle of Higher Education, “How to Hire for Diversity, 9/16/16). Evergreen’s 2012

Hiring Priorities DTF report includes some equity considerations in determining hiring,

such as data on whether students of color are distributed in the curriculum, and

suggestions on revising job descriptions to broaden applicant pool. Yet, there is no

specific reference to diversity and equity in the criteria for prioritizing faculty hires – an

issue which needs to be central to equity minded practices. The report does offer criteria

for support of campus-wide initiatives: “Faculty should be hired to support initiatives

after campus-wide discussion and support with institutional commitment to develop

resources” (Hiring Priorities DTF report 2012, 10). However, our current practices for

setting long- and short -term faculty hiring priorities is inconsistent at best, and raises a

number of interlocking questions: What would it look like to move the entire hiring
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