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Here we outline CEDI’s charge, the actions CEDI took, and considerations for the future.

Charge to CEDI from the President’s Cabinet:

1. Assess input collected about the 2021-22 antiracism training for faculty and staff
and report findings to the campus community. Identify the most salient topics and
structures to propose the next stage of antiracism training for faculty and staff in
2022-23 and inform relevant aspects of IDE plan implementation.  Work with
Human Resources to plan and execute a required training component. Leverage
learnings from the staff/faculty anti-racism training to inform and support the
development of analogous programming for students. 

2. Support implementation of the Community Plan for Inclusion, Diversity, and
Equity (IDE), through gathering input and information, identifying resources, and
advising relevant campus constituencies, with a particular focus on: 

Strategy 1.1.3–Reconsider the role and function of Community Equity Diversity Inclusion
(CEDI) and its relationship to the IDE office.

Strategy 1.2.3–Develop and provide ongoing antibias racial education for all campus
groups and stakeholders, including students, faculty, staff, trustees, and alumni
leadership.

Strategy 1.2.4–Develop clear and transparent procedures to support the community
concern process.

Strategy 2.3.5–Using an IDE lens, provide professional development and support to
department heads, supervisors, and managers to effectively supervise, professionally
develop, and retain staff.

Strategy 3.1.4–Establish priorities to allow for and recognize staff participation in
professional development or committee work pertaining to IDE-specific initiatives.
Develop strategies for allowing work time for staff development in the area of IDE.

3. Participate in the hiring and onboarding process for a new chief diversity officer
(position renamed Vice President for Inclusivity, Equity, and Community – VPIEC) for
Carleton. Engage with the VPIEC and with the President’s Cabinet and College Council
about the appropriate future role for CEDI under this new structure.  

4. Support dialogue to enhance the engagement of the campus in conversations and
activities that build community.

a.  Explore how to gather resources, events, and activities on antiracism and
promote these opportunities through the Community of Belonging website.



b.  Support and foster staff, faculty, and student engagement in antiracism
conversations.

c.  Support and foster staff efforts to develop community and belonging informally
and formally, and consider approaches to addressing the faculty/staff divide.

d.  Proactively communicate with the campus community about IDE-related
initiatives.

5. Continue to monitor emerging issues and help the President’s Cabinet and the
campus community respond in proactive ways. Help better understand current
climate issues (details about which may arise through consortial surveys or other data or
CEDI’s efforts to listen for and receive input) and consult with the President’s Cabinet on
appropriate responses. Periodically assess current conditions of issues addressed
through previous Action Team or Subcommittee work.

CEDI activities in response to the charge:

Item 1
Planning and assessing the next stages of training for all faculty and staff that could build on the
anti-racism training of previous years was one of the most time intensive aspects of CEDI’s work
this year. In Fall 2022, we analyzed the feedback from the Spring 2022 antiracism training and
shared it with the Carleton community in the November 10 Carleton Today.

Based on the feedback, this year’s professional development activities asked departments and
work units to conduct a 60-90-minute self-facilitated session (larger units were broken into
smaller groups so each discussion group was 15 people or less), using a discussion guide
developed by individuals in the Carleton community, to consider how they have been applying
what they have learned in previous discussions and training sessions to:

● Understand varied experiences with belonging;
● Create an inclusive community within the context of their department or work

environment;
● Identify successes and challenges they want to share with others;
● Explore types of support and professional development activities that could be useful

going forward; and
● Document key points to share with other relevant individuals or groups.

Each group submitted a short summary identifying strengths and challenges to creating an
inclusive environment, types of support they would like to see from the college, as well as
identifying one action item that they would take in the next six months. CEDI members then
reviewed the reports, scheduled opportunities through a Perlman Learning and Teaching Center
lunch, a Leadership Advisory Board meeting, and a SAC/Forum open session, to share results
across departments/work units and gather additional input, and discussed the feedback that we
heard.

https://www.carleton.edu/today/november-10-2022-cedi-shares-assessment-results-of-spring-22-antiracism-training-for-faculty-and-staff/
https://www.carleton.edu/today/november-10-2022-cedi-shares-assessment-results-of-spring-22-antiracism-training-for-faculty-and-staff/


Among the themes that emerged in the departmental reports and the subsequent discussions
were:

● Acknowledge successes and make use of existing expertise around creating inclusive
communities that exist within departments/units/divisions. Because of the strong
departmental culture, we don’t always share what we’ve tried that has worked and not
worked well.

● The culture of busyness gets in the way of efforts to create a sense of community, yet in
their proposed next steps, many departments/units/divisions suggested adding events
(formal or informal) to help build community. One way to encourage intentional
consideration of this creep in activities might be to ask departments/offices in their
annual reports to identify what they have stopped doing, in addition to asking about new
efforts.

● For non-exempt staff, engaging in community activities either in the department or in the
college as whole is not easy because some supervisors are not supportive or there are
concerns about managing the required workload of their position. For everyone,
engagement beyond the immediate department or work unit is hard because time is
short and there is always so much to do. Are there ways to build in time to truly gather
together, not to get business done, but to get to know each other?

● Organizing affinity groups as a way for folks to connect across
departments/units/divisions around common identities, life experiences, and interests
might help break down silos and promote community.

Some of the themes that emerged from the departmental discussions were consistent with what
the Community of Belonging Task Force heard in their listening sessions. Considering how
CEDI can support that work, informed by what they have learned from this year’s discussions,
will be important going forward. In addition, there were some topics identified where faculty and
staff indicated they would like additional training. These suggestions will be helpful for planning
future programming.

Item 2
Strategy 1.1.3 is discussed under Item 3.

Strategy 1.2.3 will require further conversations with the VPIEC to develop ongoing anti-bias
education and professional development opportunities. However, as outlined in Item 1 the
departmental discussions provided CEDI with valuable information about the topics and skills
where departments would like additional opportunities for development and support.
Representatives from CEDI vetted several external DEI consultants who provide various forms
of DEI and anti-racism training and can share this information to help inform longer term
planning around anti-bias education and professional development.

With regards to Strategy 1.2.4, a Working Group on the Community Concern Form began
discussions with students, faculty and staff about the processes available for community
members to report incidents or events they find concerning, and how Carleton should follow up



on that information. The group has worked independently of CEDI and their recommendations
have not yet been released.

Strategies 2.3.5 and 3.1.4 have been incorporated in the preliminary recommendations of the
Community of Belonging task force. These recommendations suggest enhanced training for
supervisors and development of a structure that allows staff members to spend work hours
engaging in programming and committee work related to IDE topics. CEDI looks forward to
learning the final shape that these strategic planning recommendations take and how CEDI can
support the implementation phase of this work.

Item 3
CEDI participated in the process of interviewing the VPIEC candidates. Among the topics CEDI
was particularly interested in exploring with the candidates were: 1) How the candidates defined
diversity and inclusion, 2) The extent and nature of experience with organizing training and
professional development activities around IDE topics, 3) Approaches to balancing the desire of
an immediate response/complete transparency and the commitment to due process/protecting
privacy around challenging or inflammatory situations related to IDE, 4) Their experience with
building community and coalitions and challenging problematic dynamics within an institution. In
this process, members of CEDI noted that our group is one of the few places during the
interview process where students, faculty, and staff are in the room together engaging with a
candidate, and this provided the benefit of a more integrated assessment of candidates that was
missing in other venues.

Members of CEDI also spent time considering the future of CEDI with the arrival of the VPIEC,
including conversations with President Alison Byerly and members of College Council. Overall,
most constituents see continued value in CEDI, particularly in an advisory capacity to the new
VPIEC. The VPIEC and a faculty member will co-chair CEDI. The VP/Chief of Staff will no
longer be a member of CEDI, as the VPIEC will provide the connection to the President’s
Cabinet. There was some discussion about potentially changing the composition of CEDI, in
part because it is such a large group and in part because we have had difficulty getting and
maintaining consistent student representation in recent years. For now, the recommendation is
to continue with the current membership composition, but perhaps consider adding a
representative from CCCE, such as the Indigenous Communities Liaison. Currently the student
representative to CEDI is the CSA representative to College Council who does not have another
major College Committee appointment. Going forward, we encourage the VPIEC to engage in
conversations about what the optimal CEDI membership might look like, particularly if it will
serve in an advisory capacity to that office. In addition, no final decision was made about
whether CEDI would still have an annual charge, who determines that charge, and what the
reporting expectations of CEDI would be. Currently, CEDI reports both to the College Council
and the President’s Cabinet. Would CEDI still report to College Council or, in its advisory role,
would it only report to the VPIEC?



Item 4
CEDI spent time discussing how to better communicate about resources, events, and activities
related to antiracism. We were not able to make significant progress on how to centralize the
compilation and messaging around relevant resources and events on campus. This is an area
for continued consideration.

Concerns about the divides within the community (e.g, the divide between faculty and staff,
exempt and non-exempt staff) and suggestions of how to reduce those divides, were gathered
as part of the Community of Belonging Task Force as part of the strategic planning process.

Inspired by a CEDI conversation with Phil Chan ‘06 about his approach to promoting a more
inclusive approach to ballet, CEDI wanted to invite folks to start by identifying what they like
about the Carleton community, and then asking what actions they can take to change Carleton
and make it more inclusive. CEDI organized a pop-up event in Sayles during 8th week of Fall
term to gather input and engage in conversation around this topic.

Item 5
One of the major issues that emerged this year was concerns about the tensions that
sometimes emerge between academic freedom and creating an inclusive community.
Discussion around this topic became more pressing in the wake of the Hamline University event
where an adjunct faculty member was not renewed to teach after a student objected to the
faculty member showing an image of the prophet Mohamed during an art history class. The
Carleton campus community has considered a number of ways to continue this discussion
about academic freedom and inclusivity in the coming year. CEDI feels, whatever discussions
or programming are planned, it is important that supporting academic freedom and creating
inclusive communities are not framed as being in opposition to each other. In addition, all
members of the community – students, staff, faculty, and administrators – should be engaged in
these conversations.

Over the past five years, significant progress has been made towards resolving the issues
identified in the CEDI Bathrooms Actions Team report. At the end of the 2022-23 academic year,
the Bathrooms Monitoring Team was disbanded but not before identifying ways to continue to
direct institutional attention to these issues. Posted on CEDI’s website is a document outlining
how the work of the Bathrooms Monitoring Team will be continued through regular institutional
channels. There is still some work that CEDI will need to do next year, including formalizing the
process for on-going audits and confirming the channels for community members to bring
forward concerns about bathrooms.

Considerations for the future:
Several items need continued attention in the coming year:

● With regards to item 1, what are the expectations with regards to following up with
departments/work units about their proposed action step for increasing inclusivity? What
additional communications do we need to close the loop on the activities? For those who

https://carleton-wp-production.s3.amazonaws.com/uploads/sites/225/2019/10/Bathrooms_Report_Executive_Summary.pdf
https://carleton-wp-production.s3.amazonaws.com/uploads/sites/225/2023/06/May-2023_-Sunsetting-CEDI-bathrooms-monitoring-team.pdf
https://carleton-wp-production.s3.amazonaws.com/uploads/sites/225/2023/06/May-2023_-Sunsetting-CEDI-bathrooms-monitoring-team.pdf
https://carleton-wp-production.s3.amazonaws.com/uploads/sites/225/2023/06/May-2023_-Sunsetting-CEDI-bathrooms-monitoring-team.pdf


did not participate in any of the spring term conversations, how do we report out on the
common themes?

● With regards to item 3, some final aspects of the revised interaction of CEDI with the
VPIEC need to be confirmed, and these decisions need to be communicated to the
community as a whole.

● With regards to item 5, CEDI needs to make sure to follow through on items related to
disbanding the Bathrooms Monitoring Team and institutionalizing the work.

● Significant overlap exists between topics that emerged in CEDI conversations and
activities this year and what was heard as part of the Community of Belonging listening
sessions. Once the strategic planning recommendations are finalized, CEDI has the
potential to be a valuable partner in helping to move those recommendations forward.


