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Espie Santiago 

Assistant Dean & Associate Director 
BEAM, Stanford Career Education 
Stanford University 

 
 
With fifteen years in career services, six years of industry experience, and consistent service to our 
profession through MPACE and NACE, Espie is passionate about diversity and inclusion issues in higher 
education and the workplace. At Stanford, Espie serves as the Assistant Dean of Career Education and 
Associate Director of Career Ventures, providing strategic leadership and performance management to a 
team overseeing employer relations, recruiting programs, and special events. Her leadership service to 
MPACE includes, serving on the board of directors and co-chairing the 2014 annual conference. She was 
appointed to co-lead the 2016-17 NACE Inclusion Awareness Committee to develop a framework to 
increase inclusion awareness for the profession. Her passion for diversity and inclusion in career services 
leadership led her to conduct research on women advancement in the field, and presented “Women 
Advancement in Career Services: Stories and Strategies for Success” at the NACE 2016 Conference. 

 
Why does the topic of career advancement and leadership development for people of color matter 
so much to me?  
If you asked me fifteen years ago if I would be speaking on the topic of advancing people of color in 
career services, I would have said “no.” No because I don’t think the topic would have been necessary as 
there would be many people of color in leadership roles, and no because there would have been many 
other leaders of color besides myself who would have spoken on this topic before me. These were both 
incorrect assumptions, and I realize now that if I want to see more people of color advance in our 
profession that I must be a more visible leader myself – at my own institution as well as on a regional and 
national scale. I believe that one of the main reasons I did not pursue leadership roles much earlier in my 
career was because of the “If you can’t see it, you can’t be it” phenomenon. In particular, and in my 
experience, women of color leaders have not been visible enough. My vision and goal is to connect 
aspiring leaders of color to a diverse and inclusive group of male and female leaders to empower them to 
conduct actions that advance their careers. I am grateful to my managers, mentors, and coaches who 
have encouraged and inspired me to gain the strength and courage to lead and speak on this topic today. 
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Branden Grimmett 

Associate Provost, Career & Professional 
Development, Loyola Marymount University 

 
 
Branden joined Loyola Marymount University as associate provost in 2015, where he leads LMU’s Career 
and Professional Development initiative. Before LMU, Branden served as founding director of the Piper 
Center for Vocation and Career at St. Olaf College, and as associate director of career services at The 
Fletcher School of Law and Diplomacy, Tufts University. Branden holds a master’s degree from Harvard 
University, and a bachelor’s degree from St. Olaf College. His work in career services has been featured 
in USA Today, The Wall Street Journal, and the book Will College Pay Off? by Peter Cappelli of the 
Wharton School of Business. 
 
What advanced your progression into a dean/director role? Was there any particular support you 
received to help you advance? My first director role was at my undergraduate alma mater, where I was 
recommended for the job by a member of the alumni network. In my current role, I advanced to the 
position after having achieved outcomes in my first directorship that gained attention at the national level. 
Prior to this, I worked at two other career centers where I had deliberately sought out opportunities to 
demonstrate my leadership ability. Now in my fourth school and second director role, my progression is in 
part the result of having great mentors who were aware of my goals and knowledgeable about my 
accomplishments. Don't be afraid to inform your peers and mentors of your short and long term career 
goals. You never know who might be in a position to help you or open a door to a unique opportunity. 
 
What would you say to someone who is apprehensive about advancing to a dean/director level 
role? 
Too often we tell ourselves that we should "feel" ready for the next step before we can "act." My advice to 
someone apprehensive about the next step is to try acting first, and feeling later. There may be self-doubt 
about the ability to do the work or lead the team, but most of us have had opportunities to see both good 
and bad leadership, and can model our own leadership styles around what we have seen work well 
previously. In order to make the shift, it will be important to value relationships and to prioritize time for 
building, maintaining, and deepening them - with students, faculty, staff, alumni, parents, etc. My only 
caution to those who are truly on the fence is to self-assess: can I be the calm in the midst of a storm, 
able to provide consistency and groundedness for my team when conflict arises? If so, you are ready. If 
not, find ways to practice this. Leadership is often less about preventing things from going wrong, but 
rather displaying calm yet efficient problem solving skills and resiliency in the face of conflict. 

 
What can we do as a profession to be a more inclusive culture to support people of color in 
pursuit of their career goals? Try to avoid making assumptions about the career or personal interests of 
underrepresented team members, especially if those assumptions are based primarily on their identity. 
For instance, African American team members may have an affinity with the student, employer, or alumni 
populations that share this identity, but seldom do they want their work to be confined to this population. 
As a manager, try to find ways to empower and encourage diverse staff to tackle university-wide 
programs and events that introduce them to an audience wider than simply those that look like them.   
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Terrie Lopez 

Director, Career and Assessment Services 

Cerritos College 

 
 
Terrie has worked in Career Services for 28 years, with over twenty years as manager. She is currently 
the Director of Career and Assessment Services at Cerritos College. Terrie has been an active member 
of MPACE, serving in numerous positions on the board of directors, including President in 2008-09.  She 
is also a member of NACE. Terrie has been active with the East Los Angeles’ TELACU’s College 
Leadership program, which serves first generation Latino college students and strives to be a positive role 
model for the Latino young adult community. Terrie received her BS degree in Business Administration, 
Marketing Management from California State Polytechnic University, Pomona and MS degree in 
Counseling from California State University, Los Angeles. 
 
Tell us about a role model/mentor instrumental to your professional development. 
My greatest role model in the workplace was my supervisor at University of La Verne. She modeled what 
leadership looks like, she coached me when needed, and was always encouraging. When opportunities 
in other areas of student services came up, she appointed me so I could broaden my skills beyond 
Career Services. She never criticized or harshly reprimanded me; it was always from a positive 
perspective of growth and I’ve modeled my leadership style from her. She was a person who simply 
believed in helping people be their best. 
 
What have you done to support people on your team(s) and/or in your professional network to 
advance? Get to know the people on your team! Find out how things are going and whether they have 
what they need to get their work done. Discuss their career goals and whether what they are doing is 
providing them with the skills and experience towards those goals. If not, identify what they need and 
incorporate them into their role. Encourage them to embrace challenges--they may be surprised by what 
they accomplish. Be available to coach or talk things through with them. Utilize their strengths, develop 
their weaknesses and challenge them to work outside of their comfort zone. Most importantly, share the 
strengths YOU see in them and help them see those strengths within themselves. Sometimes, they don’t. 
 
What advice would you give white leaders/mentors who’d like to help people of color advance but 
may be concerned about how their support is received? Be genuine. Come from a place of sincerity 
and try not to be condescending. They will see right through that. It would also help if you can frame it: 
Let the person know what it is you see in them that demonstrates they are a leader; they may not see it. If 
they ask, “Why are you telling me this?” be honest. Describe the strengths they have or share your vision 
for them.  Give them the chance to process it. I had that happen and it was flattering, as well as 
overwhelming. When it comes from a person at a higher level, it could change a person’s whole self-
awareness and sense of self-worth. 
 
What can we do as a profession to be a more inclusive culture to support people of color in 
pursuit of their career goals? When you see a potential leader, don’t wait for them to ask you to mentor. 
That’s passive! A person who comes from a culture where you don’t ask for help may not feel comfortable 
asking. Make the first move. Get to know them, find out their career goals, and ask them to identify areas 
for growth. Additionally, be mindful that some cultures value being humble and someone may not know 
how to promote themselves or might not feel comfortable doing so. WE need to promote our team 
members to others. We should advocate for our colleagues, promoting their successes and leadership 
potential.  
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Elizabeth Zavala-Acevez, PhD 

Director, Career Center 

California State University, Fullerton 

 

 
Elizabeth currently serves as the Director for the Career Center at California State University, Fullerton. In 
her current position as Director, she oversees the daily operations of the Career Center, several 
programming efforts that pertain to CSUF’s retention cluster and provides leadership and supervision to a 
staff comprised of 28 staff members. She also serves as a Title IX Deputy Coordinator for the Division of 
Student Affairs. As an active member of MPACE, she is currently on the board of directors and co-chaired 
the 2015 annual conference. She received her B.S. in Human Services from CSUF, her M.S. in 
Counseling with a Concentration in Higher Education from the University of La Verne, and her Ph.D. in 
Education, with an emphasis in Higher Education and Student Affairs from Claremont Graduate 
University. Her research focused on the pursuit of advanced degrees among first-generation Latino/a 
College Students.  
 
What were the challenges in advancing to a dean/director role, and how did you overcome them? 
Having some personal limitations in moving or relocating, I believe, posed some challenges in my 
advancement. Being patient, true to myself, and honoring my purpose are the values I subscribe to in my 
career and life and helped me along the way. Making an informed decision that benefited not only my 
career, but my family has always been important and I have included them in that process.  
 
How do you think your identity/background (gender/ethnicity) has affected your career? 
My own upbringing, personal experiences coupled with the many ways I identify myself as has grounded 
me in honoring my purpose. I have been fortunate enough to surround myself with coaches, mentors, and 
sponsors all who have influenced me to operate from an asset model versus a deficit model way of 
thinking. I have been fortunate enough to be involved with and work for an institution that values my own 
diverse background and has allowed me to have a voice in various platforms as a result of my diverse 
experience and background. This is the type of environment that allows me to honor my purpose and has 
allowed me to grow in my profession.   
 
What can we do as a profession to recruit and inspire more people of color to join career 
services? 
Be more visible, join and be active members of professional associations such as MPACE. Be willing to 
be approachable, accessible, and grounded in the power of being mentored and mentoring others.  
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Sean Gil 

Director, Career Center 

University of California, Riverside 

 
Sean is currently Director of the Career Center at UC Riverside, where he will open a new state-of-the-art 
Career Center in February, 2017.  Sean has served as MPACE Pacific South Regional Director and 
awarded the “Rising Star Award” in 2011.  Prior to joining UC Riverside, Sean worked at the Cal State 
Fullerton Career Center as Associate Director and as the Associate Director of the MBA Career Center at 
UC Irvine. Sean has also lived and worked in Taipei and Hong Kong, with a distinguished career in 
investment banking and retained executive search.  Sean graduated with a degree in Asian Studies from 
UC Santa Barbara and completed his Master’s in Public Administration at Cal State Fullerton.   
 
Tell us about a disappointment or failure you had and how it helped you to move forward in your 
career. 
1. Failed at first attempts at applying for a directorship (after 5 years) 
2. Weaknesses revealed by a mentor in an informational interview 
3. Applied for Associate Director – Employer Relations (lateral move) at CSUF that leveraged my 
strengths (international students, MBA reporting, employer development, events) and develop my 
weaknesses (management & supervision, collective bargaining, campus politics, student learning 
outcomes assessment, leadership via MPACE) 
4. Got the job. My director mentored me. Introduced me to other mentors. 
5. Learned from one of the best (5 years) 
6. Ready for first directorship after 10 years. 

 
How do you think your identity/background (gender/ethnicity) has affected your career? 
1. Not a lot of Asian Male role models in industry or growing up 

  Dad died when I was 9 years old 

  Told by elementary school teacher that I wasn’t the leader type. 

  Interested in Career Counseling? 
2. Lots of strong Asian Female role models (can be anything I want to be) 

  Mom (NICU RN) b. Sisters with successful careers 
3. Asian American Studies at UCSB 
4. 10-year career in Asia (treated as an outsider, opportunity lead) 
5. When I returned to U.S., because of success, did not realize I had any limits.  
6. Skill sets complimentary to career services. 
7. Had a wife, baby, and 80-year-old mother to take care of. “Hungry” 
 
What suggestions do you have for finding a mentor? 
1. Don’t ask a stranger. They should like, trust and believe in you already (why else would they help you?).  

  Sheryl Sandberg wrote, “If someone has to ask the question, the answer is probably no. When 
someone finds the right mentor, it is obvious.  The question becomes a statement. Chasing or forcing that 
connection rarely works.” 
2. You don’t have to have mentors who look like you. 

  Condoleezza Rice said, “Had I been waiting for a black, female Soviet specialist mentor, I would still be 
waiting. Most of my mentors have been old white men, because they were the ones who dominated my 
field.” 
3. What’s in It for the Mentor (WIIFTM)? 

  Think about the hidden costs and benefits to your mentor. 
4. Every mentor/mentee relationship is different. 

  You can have both formal and informal mentors.  
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Celebrating Leaders of Color in Career Services 
Stories & Strategies for Success

• Espie Santiago, Assistant Dean & Associate Director, BEAM, 
Stanford Career Education

• Sean Gil, Director, Career Center, University of California, 
Riverside 

• Branden Grimmett, Associate Provost, Career & Professional 
Development, Loyola Marymount University 

• Terrie Lopez, Director, Career and Assessment Services, Cerritos 
College 

• Elizabeth Zavala-Acevez, Director, Career Center, California 
State University, Fullerton

#MPACE16

Agenda

u Introduction and importance of topic 

u Review of existing data and research of people of color in leadership

u Moderated panel

u Q & A

#MPACE16
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Why This Matters

“It’s not a question about diversity anymore, it’s about 
inclusion.” – Harry Elam Jr, Vice Provost for 
Undergraduate Education, Stanford University.

#MPACE16

Learning Outcomes

u Create greater awareness of leadership development 
issues and challenges for people of color.

u Gain strategies and resources to empower and advance 
people of color in career services.

u Learn to create a more inclusive culture that supports 
people of color to achieve their career goals.

#MPACE16
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NACE Career Services Membership Statistics

76%

24%

Percentage of Members 
by Gender

Women

Men

7627 Career 
Services Members

71%

29%

Percentage of 
Directors/Deans by 

Gender

Women

Men

October 2016 

#MPACE16

NACE Career Services Membership Statistics

28%

72%

Percentage of Members 
by Race

People of Color

White

23%

77%

Percentage of 
Directors/Deans by 

Race

People of Color

White

#MPACE16
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NACE Career Services Membership Statistics

20%

53%

9%

18%

Percentage of Members 
by Gender and Race

Women of Color

White Women 

Men of Color

White Men

October 2016

13%

52%
9%

26%

Percentage of 
Directors/Deans by 
Gender and Race

Women of Color

White Women

Men of Color

White Men

•NOTE: Data not complete in all 
categories (blank responses). NACE is currently 
leading a membership profile campaign.

#MPACE16

Challenges for People of Color in the 
Workplace
u Variations in perceptions, 

interpretations, and importance of 
diversity

u Questionable fair and equitable 
recruiting and hiring processes

u Racial & gender stereotypes, 
stereotype threat, implicit and explicit 
bias

u Exclusion from informal networks of 
communication

u Lack of visibility in the profession
u Lack of role models, mentors, and 

sponsors 
u Added challenges for women of color 

61%

39%

Top barrier to advancement for 
women: lack of influential mentor 

or sponsor

Women of 
Color

Sample Size: 1242

Source: “Optimizing 
Mentoring Programs for 
People of Color,” 
Catalyst, 2012.

#MPACE16
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Terrie Lopez, Director, Career and 
Assessment Services, Cerritos College 

u Years in the Profession: 28

u Credentials: MS Counseling, BS Business Administration

u Ethnicity: Mexican-American

u Years to Become a Director: 6

u Promoted from Within for First Directorship: Yes

#MPACE16

Sean Gil, Director, Career Center, 
UC Riverside

u Years in the Profession: 14

u Credentials: MPA, Concentration in HR, BA Asian Studies

u Ethnicity: Chinese & Costa Rican

u Years to become a director: 10

u Promoted from within for first directorship: No

#MPACE16
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Branden Grimmett, Associate Provost, 
Career & Professional Development, 
Loyola Marymount University 

u Years in the Profession: 10

u Credentials: MTS Theology, BA Religion & Music

u Ethnicity: African American

u Years to Become a Director: 6

u Promoted from within for first directorship: No

#MPACE16

Elizabeth Zavala-Acevez, PhD, Director, 
Career Center, California State University, 
Fullerton

u Years in the Profession: 13

u Credentials: Ph.D. Higher Education and Student Affairs, 
M.S. Counseling

u Ethnicity: Mexican-American

u Years to Become a Director: 13

u Promoted from within for first directorship: Yes

#MPACE16
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Panelist Questions
u What advanced your progression into a dean/director role? Was there any particular support you received to 

help you advance?

u What were the challenges in advancing to a dean/director role, and how did you overcome them?

u Tell us about a disappointment or failure you had and how it helped you to move forward in your career.

u How do you think your identity/background (gender/ethnicity) has affected your career? 

u What have you done to support people on your team(s) and/or in your professional network to advance?

u What would you say to someone who is apprehensive about advancing to a dean/director level role?

u What advice would you give white leaders/mentors who’d like to help people of color advance but may be 
concerned about how their support is received? 

u Have you ever experienced implicit or explicit racial or gender bias at work? Would you feel comfortable 
sharing with us the situation and how you navigated it? 

u What can we do as a profession to recruit and inspire more people of color to join career services?

u What can we do as a profession to be a more inclusive culture to support people of color in pursuit of their 
career goals?

#MPACE16

Main Themes and Ideas for Inclusion & 
Advancement

Success Factors Challenges Disappointments & 
Failures

Advancement of Others Ideas for Inclusion in 
Career Services
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Resources for Diversity & Inclusion in Leadership
ORGANIZATIONS
u American Council on Education
u National Center for Education Statistics 
u Asian Pacific Americans in Higher Education
u American Association of Blacks in Higher Education
u Catalyst.org
u Clayman Institute for Gender Research
u Common Good Careers
u InclusionINC
u Journal of American Indian Higher Education
u Latinos in Higher Education
u Pew Research Center
u National Association of Colleges and Employers
u Southwest Center for Human Relation Studies
u Women in Higher Education

Resources for Diversity & Inclusion in Leadership
BOOKS AND ARTICLES
u Diversity Leadership in Higher Education, Adalberto Aguirre & Ruben O. Martinez, 2006.

u “Five Ways to Build Diverse, Inclusive Leadership Teams,” Molly Brennan, February 13, 2015.

u Optimizing Mentoring Programs for Women of Color, Catalyst, 2012.

u “Why the Gender Leadership Gap is So Much Worse for Women of Color,” Lydia Dishman,”Fast Company, March 30,2016.

u “Diversity and Leadership in a Changing World,” Alice H. Eagly & Jean Lau Chin, American Psychologist 2010.

u “Why Diversity Matters,” Vivian Hunt, Dennis Layton & Sarah Prince, McKinsey & Company Insights, January 2015.

u The Confidence Code, Katty Kay & Claire Shipman, 2014.

u “Ethnic Minority Leadership, Corporate Leadership: Building Diversity into the Pipeline,: Claire McCarty Kilian, American 
Psychological Association Communique, August 2009.

u Playing Big: Find Your Voice, Your Mission, Your Message, Tara Mohr, 2014. 

u “Why Women Don’t Apply for Jobs Unless They 100% Qualified,” Tara Mohr, Harvard Business Review, August 25, 2014.

u Culturally Responsive Leadership in Higher Education: Promoting Access, Equity, and Improvement, Lorri J. Santamaria & 
Andres P. Santamaria, 2016.

u “Speaking Up as Woman of Color at Work,” Ruchika Tulshyan, Forbes, February 2015.
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