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Presidential Search Committee Meeting 
Friday, January 29, 2021 
2:30 p.m. – 4:00 p.m. 

 
https://westfield-ma.zoom.us/j/99315492399 

Meeting ID: 993 1549 2399 
 

 
Agenda 
 
1. Welcome  

2. Review and approval of minutes from December 2, 2020 meeting – Search Committee 

3. Update on the recruitment – WittKieffer 
 

4. Procedural issues – Search Committee 
 Voting process 
 Interpretation of rubric criteria  

 
5. Diversity discussion and bias mitigation – Dr. Jalisa Williams 

6. Discussion of next steps in the search – Search Committee 

7. Adjourn 

 
Attachments 
 

• Minutes of December 2, 2020 – Draft  
• Application Review Rubric 
• Diversity & Bias Presentation 
• Bias Training Resource Packet 

 
 

https://westfield-ma.zoom.us/j/99315492399
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BOARD OF TRUSTEES 

Presidential Search Committee 
 

December 2, 2020 
Minutes 

 
Meeting held virtually via Zoom 

 In accordance with Massachusetts Gov. Charlie Baker’s Executive Order Suspending Certain 
Provisions of the Open Meeting Law, G.L. c. 30A, § 20 dated March 12, 2020. 

A live stream of the meeting for public viewing also took place on YouTube. 
 
MEMBERS PARTICIPATING REMOTELY:  Dr. Robert Martin, Chair, Melissa Alvarado, Vice Chair, Dr. 
Claudia Ciano-Boyce, Junior Delgado, George Flevotomos, Dr. Brian Jennings, Ron'na J'Q Lytle (joined at 
4:37 PM), Lydia Martinez-Alvarez, Dr. Juline Mills, Thalita Neves, Ali Salehi, Thomas Simard, Stephen 
Taksar, Dr. Gloria Williams, and Dr. Jalisa Williams 
 
Also participating remotely from the presidential search firm WittKieffer were Lucy Leske, senior 
partner, Robert Luke, consultant, and Christine Pendleton, senior associate.  
 
Trustee Robert Martin, chair of the committee, called the meeting to order at 4:33 PM and announced 
all committee members participating remotely as listed above, with the exception of Ron’na Lytle, who 
joined the meeting at 4:37 PM. The goal of the meeting is to approve the Leadership Profile, 
advertisement and advertising plan, with a discussion on the timeline and Search Guide. (Ms. Lytle 
joined the meeting at this time.) 
 

MOTION made by Dr. Gloria Williams, seconded by Dr. Brian Jennings, to approve the 
minutes of the November 18, 2020 Presidential Search Committee meeting.     

  
There being no discussion, ROLL CALL VOTE taken: 
Melissa Alvarado  Yes  Lydia Martinez-Alvarez Yes 
Dr. Claudia Ciano-Boyce  Yes  Dr. Juline Mills  Yes 
Junior Delgado   Yes  Thalita Neves  Yes 
George Flevotomos  Yes  Ali Salehi  Yes 
Dr. Brian Jennings  Yes  Thomas Simard  Yes 
Ron'na J'Q Lytle   Yes  Stephen Taksar  Yes 
Dr. Robert Martin  Not Voting Dr. Gloria Williams Yes 
Motion passed. 

 
Trustee Martin announced that Ali Salehi, a member of the Search Committee, had been appointed to 
the University’s Board of Trustees. Mr. Salehi was added to the committee as a community 
representative and will now also be a Trustee. Trustee Martin reiterated his recommendation that all 
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votes come from a collaborative decision and reflect consensus of the committee. In order to finish the 
discussion of the Leadership Profile at this meeting, the following will be added to the agenda for 
discussion at the next meeting: 

• Proposal to have a three-fourths affirmative vote to move candidates forward. With Trustee 
Martin continuing his decision not to vote, three-fourths of 13 members, rounded up to the 
nearest whole number, would be 10.  

• If a committee member does not vote because they did not attend the interview, would the 
result be 75 percent of those eligible to vote instead of 75 percent of the entire committee? 

• Whether the committee will vote for individuals or a slate of candidates to move forward. 
 

Presidential Leadership Profile. Trustee Martin shared that the Profile represents the University very well and 
thanked all who worked on creating it. He explained some changes that had been made in the Profile, including, 
but not limited to, the following: 

• More clarity on wording in the Professional Qualifications and Personal Qualities section. The text on 
the level of education for a candidate is the wording from the Board of Higher Education (BHE) 
Guidelines, which was acceptable to the committee. 

• WittKieffer shared what the Leadership Profile is and how it will be used: 
o Internally, it is the governing document of the Search Committee, helping them understand what is 

being looked for in the next president. It is the most important tool to demonstrate to the campus 
community that the committee has been listening to them. 

o Externally, it is used to recruit candidates. It is informative and helps candidates understand who you 
are and where you are going.  

 
Some requested changes to the Profile from committee members included: 

• Add the proximity to New York City at the end of the document and add the percentage of people of 
color in the region. Remove the downtown temporary housing sentence. 

• Revise the Residence Life section to more accurately reflect that we are more residential than the other 
state Universities, including the percentage of residential students, which plays an important role in the 
strategic process. 

• Add a few sentences to the Point of Pride section on what makes Westfield unique and why someone 
would want to come here to join us. We have a body of dedicated people that love this institution, are 
deeply devoted to making it better through many years of service, and committed to student success 
regardless of what department they are in.  

• The new president needs to be student centered and show a level of care and love for the community 
itself, being excited about students, and not just focusing on the problems to be fixed. A human 
interaction component. 

• The Profile is very clear we are looking for a particular kind of leader with emotional intelligence who 
can build teams and feel like a part of a collaborative enterprise. Additional wording could be added in 
the Opportunities and Expectations section that includes the commitment of faculty and staff for 
student success, stepping up and outside of their assigned roles. 

• The first thing said could be that Westfield State wants a president who loves us and will become one of 
us. We need to capture the camaraderie and ask them to join our community of scholars, staff, and 
individuals who work well and are committed to the institution and each other.   

• WittKieffer stated they were encouraged by the progress.  In September, the message they heard was, 
“These are our problems.” The message has changed to “We are great – come join us.” 

• In the Opportunities section, incorporate community pride and student success. 
• Make the Role of the President more robust, adding students sooner in the paragraph and embed the 

concept of a “champion for students” throughout the document, supporting those who support the 
students.   
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The advertisement will be a combination of the Executive Summary and Procedure of Candidacy. The 
advertising plan reflects venues used in similar searches, including traditional Higher Ed and a range of specialty 
venues. The Chronicle of Higher Education will capture 85 percent of the targeted audience, with the remaining 
publications capturing the remainder.  Inside Higher Ed/Jobs is also an important posting. The range of 
publications helps to ensure coverage of the widest possible group of diverse candidates. Dr. Jalisa Williams 
stated the Human Resources office uses the same advertising venues.  
 
The committee agreed to vote on the Leadership Profile with the understanding WittKieffer would incorporate 
the proposed changes and send the final Profile to the committee before releasing it to candidates.  

 
MOTION made by Melissa Alvarado, seconded by Dr. Gloria Williams, to approve the 
Leadership Profile as amended in this meeting with the request that the final document 
be reviewed by the committee prior to being released.  
 
Discussion: It was questioned whether a time to update the campus community would 
take place this semester. Trustee Martin stated that in addition to sharing the final 
Leadership Profile with the Commissioner of Higher Education, it would be shared with 
the campus community, informing them that this document was created to reflect what 
was heard from them, but would not be edited. The Profile does not need to go to the 
Board of Trustees before being approved.  
 
There being no further discussion, ROLL CALL VOTE taken: 
Melissa Alvarado  Yes  Lydia Martinez-Alvarez Yes 
Dr. Claudia Ciano-Boyce  Yes  Dr. Juline Mills  Yes 
Junior Delgado   Yes  Thalita Neves  Yes 
George Flevotomos  Yes  Ali Salehi  Yes 
Dr. Brian Jennings  Yes  Thomas Simard  Yes 
Ron'na J'Q Lytle   Yes  Stephen Taksar  Yes 
Dr. Robert Martin  Not Voting Dr. Gloria Williams Yes 
Motion passed.   but fully supportive 

 
WittKieffer would like to recruit from mid-December through early February, updating the committee at a 
meeting in late January or early February.  Semifinalists could be identified in mid-to-late February, followed by 
interviews 10-14 days after the selection. Following the semifinalist interviews, engagement with finalists could 
start 10-14 days thereafter.  
 
During interviews, it needs to be explained that Westfield State is part of the Massachusetts Public Education 
system (defining its relationship with the BHE), what the process is for the evaluation of presidents, and that all 
priorities need to be aligned with the strategic priorities of the Commonwealth and BHE.  
 
Next Steps: At the next meeting, discuss the voting process for moving candidates forward, the Application 
Review Rubric to line up with qualifications and qualities listed in the Profile, and bias training. Remember to 
continue to respect confidentiality in the committee.  Any edits to the Profile should be sent in the next 24 
hours, and a revised version will be sent on Monday, December 7. 
 

There being no further business, MOTION made by Thomas Simard, seconded by Melissa 
Alvarado, to adjourn.  
 
There being no discussion, ROLL CALL VOTE taken: 
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Melissa Alvarado  Yes  Lydia Martinez-Alvarez Left meeting 
Dr. Claudia Ciano-Boyce  Left meeting Dr. Juline Mills  Yes 
Junior Delgado   Yes  Thalita Neves  Yes 
George Flevotomos   Yes  Ali Salehi  Yes 
Dr. Brian Jennings  Yes  Thomas Simard  Yes 
Ron'na J'Q Lytle   Yes  Stephen Taksar  Left meeting 
Dr. Robert Martin  Not Voting Dr. Gloria Williams Yes 
Motion passed. 

 
Meeting adjourned at 6:18 PM. 
 
Attachments presented at this meeting:    

a. Draft Minutes of November 18, 2020 
b. Draft Leadership Profile 
c. Draft Advertisement 
d. Draft Advertising Plan 
e. Draft Application Review Rubric 
f. Draft Presidential Search Guide 

 
Secretary’s Certificate 

I hereby certify that the foregoing is a true and correct copy of the approved minutes of the Westfield 
State University Presidential Search Committee meeting held on December 2, 2020. 
 
___________________________________________                     _____________________ 
Jean Beal, Secretary      Date 



Diversity & Bias 
Search Committee Training



Outline of 
Todays 

Training

We will:

Learn about recognizing and reducing bias in 
hiring
Share support documents to assist the 

committee in their search
Provide time to answer any questions you may 

have



The Goal 
of today’s 
training:

 The goal of this training is to make   
committee members aware of the 
possibility of implicit biases 
emerging.

 This training by itself will not 
ensure that bias will not occur. The 
committee should routinely self-
check to assure that implicit bias 
does not emerge.



“Bias is something that has to be identified, 
acknowledged and mitigated against.”

Yassmin Abdel-Magied

What is Bias?

The cause to feel or show inclination or 
prejudice for or against someone or 
something
Tendency to believe that some people, 

ideas, etc., are better or worse than others
Bias is always present, whether conscious 

or unconscious



What is 
Implicit bias?



A Deeper Dive Into Implicit Bias
Outlined by Dushaw Hockett

• 3 Characteristics of Implicit Bias:
• Operate at the sub conscious level
• Run contrary to our conscious beliefs
• Implicit biases are triggered through rapid and automatic mental associations that we make between 

people, ideas and objects, and the attitudes and stereotypes we hold about those people, ideas and 
objects.

• 3 Reasons why we should focus on implicit biases as a search committee 
member
• Gives a more expansive understanding of our unconscious bias and how we form opinions
• It is both predictive and preventive if it is addressed
• To reduce shame and shaming by talking about implicit biases as a group



Implicit Bias in the Hiring Process
What happens when the final hiring decision is distorted by these 

unconscious bias?

 Our minds make decisions intuitively, before we’re aware of it. Research proves we’re not 
immune to implicit bias. We like to think that logical arguments drive our decision making, but in 
fact there’s unconscious activity going on inside our brains that affects our judgements and 
decisions. And this includes hiring decisions, too.

 In the hiring process, unconscious bias happens when you form an opinion about candidates 
based solely on first impressions. Or, when you prefer one candidate over another simply because 
the first one seems like someone you may have shared interests with or someone you could see 
yourself spending time with outside of the workplace (similar hobbies such as sports, traveling, 
and other activities). 

 Even in the early hiring stages, a candidate’s resume picture, their name, or their hometown could 
influence your opinion more than you think. In short, unconscious bias influences your decision –
whether positively or negatively – using criteria irrelevant to the job.



How to 
remove 
unconscious 
bias from the 
hiring 
process



Be Aware of Biases
The common biases that Search Committee members may come across

Contrast bias - Bad interview performance makes the next candidate look better.

Order effect: - First and last candidate in a sequential schedule of interviews are remembered better.

Anchoring: Relying too heavily on one piece of information when making a decision.
• Example: You interview someone who was unemployed for a long period of time, and you let this fact weigh more heavily 

than the applicant’s otherwise solid qualifications.

Bandwagon Effect: Believing something because many other people do. (Like Group think)
Example: “if most think a candidate’s skills won’t transfer, they must be “right” even if it contradicts your own belief about the 
candidate.

Social Comparison Bias: The tendency when making hiring decisions to favor candidates who don’t compete with one’s own 
strengths.
• Example: The supervisor who likes to think he’s the funniest guy in the room favors the candidate who will not steal the 

spotlight.

Premature Ranking – The rush to use numbers to rank candidates and solely using those numbers to make your 
decision. Example: Adding up the points for each criterion and relying solely on that.



Representative bias – ASSUMPTIONS
Example: Went to my school, is from my hometown…

Affinity Bias — having a more favorable opinion of someone like us. In hiring this often means referring or selecting a 
candidate who shares our same race or gender, or who went to the same school, speaks the same language, or reminds 
us of our younger selves.”

Intuition Bias– When an interviewer makes a judgment on the basis of his or her “sixth sense”, he is intuitively selecting a 
candidate or in other words, intuitively rejecting all other candidates. 

Confirmation Bias – This is when people create a hypothesis in their minds and look for ways to prove it. It is the innate 
tendency to seek out confirmation of our preconceived beliefs. For example, when an interviewer forms a distinct opinion 
about a candidate based on a minute piece of information such as the college they attended, before the actual interview, 
he or she is succumbing to confirmation bias. 

What are the common biases continued……… 



Hiring Bias
How can we combat it?

We are asking you to avoid Hiring Bias ….. But you have to know what it is before you can avoid it!!

“When it comes to hiring diverse candidates, good intentions do not necessarily lead to good results. I once met a talent 
acquisition leader at a large global technology company who had changed the organization’s hiring process in multiple ways 

to bring in more diverse candidates but was frustrated by the lack of progress. Internal analyses showed that even though the
company had interviewed a higher number of non-white candidates in preliminary rounds, their final hires were still 

overwhelmingly white. I’ve seen this same situation play out in multiple organizations and industries and often it’s because 
well-intentioned hiring managers end up inadvertently weeding out qualified candidates from underestimated backgrounds 

because of unconscious bias.” Changes in process and diversity initiatives alone are not going to remedy the lack of equal 
representation in companies. Individual managers who are often making the final hiring decisions need to address their own 

bias. But how? In my experience, there are several things managers can do.
Before taking any steps, however, it’s important to accept that no one is pre-loaded with inclusive behavior; we are, in fact, 
biologically hardwired to align with people like us and reject those whom we consider different. Undoing these behaviors 
requires moving from a fixed mindset — the belief that we’re already doing the best we possibly can to build diverse teams —
to one of openness and growth, where we can deeply understand, challenge, and confront our personal biases.”

Tulshyan, Ruchika. “How to Reduce Personal Bias When Hiring.” Harvard Business Review, 28 June 2019, hbr.org/2019/06/how-to-reduce-personal-bias-when-hiring.



What are your assumptions 
of who this is? 

Accomplishments?
Likes and Dislikes?

What does he do in his free 
time?

Level of Education? 
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Oliver Wolf Sacks, CBE, FRCP (9 July 1933 – 30 August 2015) was a 
British neurologist, naturalist and author who spent his professional 
life in the United States.
Sacks was the author of numerous best-selling books, mostly 
collections of case studies of people with neurological disorders. 
New York Times called him a "poet laureate of contemporary 
medicine", and "one of the great clinical writers of the twentieth 
century".[6]

Margie Velma Barfield (née Margie Velma Bullard) (October 29, 1932 –
November 2, 1984) was an American serial killer, convicted of one 
murder, but she eventually confessed to six murders. 
She was the first woman in the United States to be executed after the 
1976 resumption of capital punishment[1] and the first since 1962.[2] She 
was also the first woman to be executed by lethal injection.

https://en.wikipedia.org/wiki/Order_of_the_British_Empire
https://en.wikipedia.org/wiki/Royal_College_of_Physicians
https://en.wikipedia.org/wiki/Neurology
https://en.wikipedia.org/wiki/Neurological_disorder
https://en.wikipedia.org/wiki/Oliver_Sacks#cite_note-6
https://en.wikipedia.org/wiki/Americans
https://en.wikipedia.org/wiki/Serial_killer
https://en.wikipedia.org/wiki/United_States
https://en.wikipedia.org/wiki/Capital_punishment_in_the_United_States
https://en.wikipedia.org/wiki/Velma_Barfield#cite_note-clark-1
https://en.wikipedia.org/wiki/Velma_Barfield#cite_note-first-2
https://en.wikipedia.org/wiki/Lethal_injection


Nannie Doss admitted to killing four of her five husbands with rat poison.

Dennis Rader, also known as the BTK killer, murdered 10 people from1974-
1991



Federal

Laws and Regulations Prohibit Questions About These Classes

State



Questions to 
Consider 

asking 
yourself when 
you deliberate 
by yourself or 

as a group

• Is Implicit bias affecting the hiring decision?
• Are my personal implicit biases going against WSU's mission, 

values, & strategic priorities?
• What are we doing to diminish bias as the search team?
• Are women and minority candidates being subject to different 

expectations or standards compared to the dominant group?
• Have the accomplishments of women or minority candidates 

been undervalued or unfairly attributed to someone else?
• Is the ability of women or minorities being underestimated?
• Are assumptions about family responsibilities negatively 

influencing our evaluation?
• Are negative assumptions about whether women or minority 

candidates will ‘fit in’ to the existing environment influencing 
our evaluation?



Checking 
Your Bias 

is an 
Ongoing 
Process

It takes hard work
Constant 

examination of 
criteria

Openness to 
others’ points of 

view

Commitment to 
supporting each 
committee in its 

values to stay 
unbiased and 

offer good advice.
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