INCLUSIVE EXCELLENCE
DIVERSITY, EQUITY &
INCLUSION STRATEGIC PLAN

NOVA chooses to be a place where diversity, equity, inclusion, access, and opportunity are at the
foundation of our college mission and strategic plan.
NOVA’s Inclusive Excellence DEI Strategic Plan complements the college’s existing Strategic
Plan: Pathway to the American Dream and aligns with the current VCCS Strategic Plan:
Opportunity 2027.
NOVA’s Inclusive Excellence DEI Strategic Plan is grounded in a commitment to equity,
excellence, empathy, evidence, and economic social mobility.
The Inclusive Excellence goals and strategies that follow in this living document will help NOVA
achieve equity in access, learning outcomes, and success for students and employees from
every race, ethnicity, gender, disability status, age, sexual orientation, and socioeconomic group.
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Northern Virginia Community College is dedicated to the principles of
access, opportunity, student success, and excellence. The students
who come to NOVA represent the full diversity of our community. Each
is seeking a Pathway to the American Dream, and as our college’s
strategic plan sets forth, NOVA is committed to ensuring that every
student succeeds, every program achieves, and every community
prospers.
Our college’s diversity statement supports that commitment:
Come as you are. Become who you want to be. That is our promise.
NOVA’s Diversity, Equity, and Inclusion Plan brings this promise to life.
Created with and by our college community and led by Chief Diversity,
Equity, and Inclusion Officer Dr. Nathan Carter, our plan is grounded in inclusive excellence. It
speaks to the very heart of our mission and reflects the NOVA 5 E’s: excellence, equity, empathy,
evidence, economic and social mobility. Significantly, our DEI plan also supports the new Virginia
Community College System’s strategic plan, Opportunity 2027. The overarching goal of this plan
places equity at the very center of our work: “Virginia’s Community Colleges will achieve equity in
access, learning outcomes, and success for students from every race, ethnicity, gender, and
socioeconomic group.”
The strong alignment of the VCCS strategic plan, NOVA’s collegewide strategic plan, and our DEI
strategic plan is a powerful message about the shared responsibility and accountability for equity.
We must work together on inclusive excellence, to create positive learning and working
environments that help students and employees achieve. The plan that follows activates, directs,
and captures our collegewide DEI work in five key areas:
•
•
•
•
•

Access and Success
Education and Training
Institutional Infrastructure
Climate and Intergroup Relations
Community Engagement

As the plan demonstrates, departments, divisions, councils, offices, and employees across our
college have stepped up to take ownership of the strategic goals and results. This collective belief
in and commitment to inclusive excellence is truly boldly NOVA. It is who we are.
I thank each member of the NOVA community who stepped up and stepped forward in creating our
Diversity, Equity, and Inclusion strategic plan. Because of you, NOVA lives our mission of equity in
opportunity every day.
Sincerely,

Anne M. Kress
President
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NOVA community,
I am delighted to present NOVA’s Inclusive Excellence Diversity,
Equity, and Inclusion Strategic Plan, the first one ever for our
college. I join you in our collective awareness that diverse institutions
are better institutions, that creating equity in opportunity is central to
our college mission, and that every NOVA student and NOVA
employee across various abilities, races, ages, ethnicities, genders,
sexual orientations, religions, political affiliations, and other types of
intersectionality should always feel included at NOVA.
I want to acknowledge and thank the many students, faculty, and
staff who came together over the course of the past year to share
experiences, engage with others, and offer commentary that shaped
this important document. NOVA’s path towards Inclusive Excellence
would not be possible without your passion, your creativity, and your willingness to speak your
truth during a difficult time in our country’s history. The words you offer to the college are reflective
in this document. Thank you for your honesty and for all the previous work done in the interest of
furthering diversity, equity, and inclusion.
This document responds to key themes identified after a series of equity listening sessions
attended by over 500 faculty members, staff members, and students. The major themes from those
meetings called for NOVA to (1) improve our follow through on DEI actions, (2) establish support
for more inclusive educational experiences inside and outside of the classroom, (3) create
equitable campuses for students with disabilities and other student groups who are historically
under supported, (4) engage in work that removes the presence of structural racism and systemic
bias from our policies, practices and procedures, and (5) reach into our community to continue to
build shared responsibility for DEI education and awareness.
Within this document, are 40 initial Inclusive Excellence actions at various levels of the college.
Some actions denote previous work that is ongoing, some actions embrace new innovative ideas
or establish new lines of resources, other actions require the college develop stronger
accountability structures so we can scale efforts and extend our commitment to Inclusive
Excellence.
We all share a responsibility in this work. We all share a commitment to each other.
Please view the Inclusive Excellence DEI Strategic Plan as a living document. Together through
our actions we will breathe life into the words outlined on the pages that follow and advance equity
in opportunity for every NOVA student, faculty, and staff member. The Office of Diversity, Equity,
and Inclusion will work with the responsible units to help track efforts towards these important
objectives. An annual progress report to this strategic plan will be released every August aligned
with Fall convocation.
The work ahead may be difficult, but it is rewarding work worth doing so every member of our
community experiences success. I look forward to working with you as we continue this journey
together as one NOVA.
Respectfully,

Nathan Carter
Chief Diversity, Equity, and Inclusion Officer
Northern Virginia Community College
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DEI Definitions

INCLUSIVE EXCELLENCE
Inclusive Excellence is the process of establishing a welcoming and productive
community that engages all its diversity in the service to an organization for
internal and external stakeholders. It includes organizational improvements in
access/success, climate/culture, education/training, infrastructure/accountability,
and community engagement.

DIVERSITY
Diversity is defined as all of the characteristics that make individuals unique. It
describes the various combinations of group/social differences including race,
ethnicity, class, gender, gender identity, sexual orientation, country of origin,
ability, age, as well as cultural, political, and religious affiliations .

EQUITY
Equity is the existence of an environment in which policies, practices, and beliefs
are grounded in the principle of fairness and acknowledge structural racism,
gender disparities, and systemic poverty, while honoring the diversity of
humanity. Equity prioritizes the success of all students and employees to ensure
that they have the necessary resources to fulfill their college and career goals.

INCLUSION
Inclusion is the active, intentional, and ongoing engagement with diverse people,
practices, and communities that fosters a sense of belonging and respect for the
differences and uniqueness that all individuals bring to the learning environment
and college community.
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As a faculty member who comes from a minoritized background I want
to see NOVA invest and follow through on DEI in a consistent and
organized way. We have to walk-the-walk not just talk-the-talk.
NOVA Full-Time Faculty Member

When I’m in class I don’t always see myself or my identity in the
syllabus or the assignments and lectures. I want to connect more with
the material and my professors but sometimes it doesn’t seem like the
class or the lectures include things I can relate to.
NOVA Student

I identify as an individual with a disability. I am not ashamed of any
part of my identity, but I do get frustrated if I am treated unfairly
because of who I am or if I do not have access to things that others
have access to on campus. I hope NOVA does more to help me and
others in my community feel included, heard, and respected.
NOVA Classified Staff Member

One of the things I appreciate about NOVA is the college’s direct
commitment to addressing racism and bias openly. The more we can
speak up and speak out in support of those who have been impacted
by bias and racism, the better we will be as a shared community.
NOVA Adjunct Faculty Member

We look forward to partnering with NOVA on various DEI projects,
events, and programs. Together we should work at the highest levels
and in the trenches to make positive change for everyone.
NOVA Community Stakeholder
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Inclusive Excellence Framework

Adapted from the Association of American Colleges and Universities, the One Virginia Inclusive
Excellence framework upholds Executive Orders from the Governor of Virginia including:
Executive Order Eighty, Executive Order One, and Executive Order Forty-Seven. In addition, the
One Virginia Inclusive Excellence framework meets conditions outlined in Virginia House Bill 1993
that requires all state agencies to establish and maintain comprehensive diversity, equity, and
inclusion strategic plans. Finally, the One Virginia Inclusive Excellence framework complements
the college’s ongoing commitment to its current Strategic Plan: Pathway to the American Dream
as well as the Virginia Community College System (VCCS) Strategic Plan: Opportunity 2027, and
the State Council of Higher Education for Virginia (SCHEV) master plan to create equity,
affordability, and transformation for all students.
NOVA will utilize the One Virginia Inclusive Excellence Strategic Plan to organize and measure
progress towards diversity, equity, and inclusion actions. The 40 initial NOVA Inclusive Excellence
actions outlined in the Appendix of this document are organized by the five distinct domains of the
One Virginia Inclusive Excellence framework. explained below.

Education
anduniversities
Scholarship
Colleges
and
on the journey to Inclusive
Excellence will develop an
infrastructure that supports
and fully integrates DEI
goals. This includes
centering DEI planning
processes, policies, and
practices.

Access refers to the activities
colleges and universities use to
recruit students and hire faculty
and staff from a broad range of
human experience and ability.
Success refers to the activities
colleges and universities use to
address equity gaps in student
learning and improve outcomes
for students, faculty, and staff.

Climate and intergroup relations
refer to how to nurture the
diversity of perspectives and
experiences that lead to
inclusive excellence. Colleges
and universities must create an
environment that is culturally
affirming, and which integrates
differing viewpoints and lived
experiences.

DEI education, scholarship,
training, professional
development, and events
enable students, faculty, and
staff to develop the skills
needed to collaborate,
develop knowledge, create,
and innovate.

Colleges and universities
deepen Inclusive Excellence
when they engage their
communities as anchors of
equity and seek support for
local and national
stakeholders.
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DEI Connections to VCCS Opportunity

2027

The table below shows how the domains of Inclusive Excellence align and support the goals of the
current VCCS Strategic Plan.

VCCS Opportunity 2027
Strategic Plan Goals

Access
and
Success

Domains of the Inclusive Excellence Model
Climate
Education Infrastructure
and
Community
and
and
Intergroup
Engagement
Training
Accountability
Relations

Goal 1: Ensure that Virginia’s
Community Colleges are equipped to
deliver on the promise of equity goals
by ensuring that all internal and
external constituencies understand why
equity goals are necessary to provide a
talent pipeline for Virginia employers.
Goal 2: Provide all students with access
to high impact practices that support
educational excellence and equity in
student success through the
development of a world-class cadre of
diverse employees focused on equityminded principles and practices.
Goal 3: Provide all students with a
culture of care that responds to the
needs of our diverse student population
and supports and inspires their
educational and career success.
Goal 4: Provide all students with the
knowledge, skills, credentials, and
degrees that enable them to thrive in
dynamic and emerging 21st century
careers shaped by the future of work.
Goal 5: Provide all students with access
to affordable college educations that
support their need for financial flexibility
while also supporting the vitality and
sustainability of our colleges.

X

X

X

X

X
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DEI Connections to Pathway to the American Dream 2017-2023

The table below shows how the domains of Inclusive Excellence align and support the objectives of
the current NOVA’s Strategic Plan.

NOVA Pathway to the American
Dream 2017-2023
Every Student Succeeds. Every
Program Achieves. Every
Community Prospers
Equity| Excellence| Evidence
Empathy| Economic & Social
Mobility
Objective 1: Adopt a college-wide
approach to advising.
Objective 2: Achieve equity in student
outcomes
Objective 3: Establish comprehensive,
fully-integrated Informed Pathways
(high school to NOVA to four-year
college/university) for every program.

Domains of the NOVA Inclusive Excellence Model

Access
and
Success

Climate
and
Intergroup
Relations

Education Infrastructure
Community
and
and
Engagement
Training Accountability

X
X

X

Objective 4: Sustain and, where
needed establish effective, equityminded NOVA collegewide processes
protocols, policies, and
accountabilities for services and
programs.

X

Objective 5: Align NOVA’s culture,
structure, and talent
management/development with its
access and equity mission and
commitment to inclusive excellence.

X

Objective 6: Stabilize, grow, and
sustain resources required to support
mission and innovation.

X

Objective 7: Elevate and empower
NOVA as the region’s leading
workforce provider across all essential
and high demand industry sectors.

X
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DIVERSITY SNAPSHOT DATA
Key Takeaway: NOVA’s student population has grown more diverse over the past years specifically for Hispanic/Latinx
student populations and Black/African American students. Conversely, the diversity of NOVA’s FT Teaching Faculty
has not grown at the same pace. To address this, NOVA’s DEI plan will continue the work already started by Human
Resources to evaluate existing hiring practices and identify faculty recruitment and retention strategies to attract and
retain qualified and diverse FT faculty and ensure that how we hire is reflective of our college community.

Students

Teaching Faculty
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DIVERSITY SNAPSHOT DATA
Key Takeaway: NOVA’s adjunct faculty has grown more culturally diverse each year. Still, the representation of
ethnic/racial groups across the Adjunct faculty and Administrative & Professional Faculty needs to improve. To
address this, NOVA’s DEI Strategic Plan includes strategies that require the college analyze its current processes
and policies related to promotion, and interim position appointments as well as recruitment and retainment of adjunct
faculty to ensure equitable practices are supported.

Adjunct Faculty

Administrative Faculty
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DIVERSITY SNAPSHOT DATA
Key Takeaway: NOVA’s classified staff closely matches the diversity of the student body. NOVA will continue to
convey the business needs of diversity, equity, and inclusion in messaging and promotion and create opportunities to
improve, create, and sustain a more equitable workforce.

Classified Staff

Professional Faculty
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Appendix: Actions, Responsible Parties and Metrics: Institutional Infrastructure

Responsible Unit

DEI Actions

Office of DEI/CDEIO
Communication
Office/Director of
Communication,
Marketing
Office/Director of
Marketing

Create and sustain a college DEI communication
plan organized by the CDEIO and the
Communication Director that ensures all internal
and external constituencies and stakeholders
understand the definitions of diversity, equity,
inclusion and are aware of actions that help the
college achieve equity in access, equity in learning
outcomes, and equity in student success under
Inclusive Excellence. This would include creation
of DEI website, a DEI e-newsletter and other
communication notices and PR.
NOVA’s College Board will review benchmark data
from College Board self-evaluation studies and
identify two ongoing ways to establish equityminded principles in its regular practices.

NOVA College
Board, College
President,
Administrative
Council

NOVA’s President & Administrative Council will
regular discuss and assess its capacity to use
equity-mindedness in leadership actions. The
Admin Council annual retreat will feature equityminded activities and professional development.
Admin Council will provide leadership and
accountability measures to ensure DEI actions are
completed across the college.
Admin Council will review and approve a plan to
establish and maintain NOVA’s Office of Diversity,
Equity, and Inclusion.
Admin Council will review all policies and
recommendations using equity-mindedness.

VP for Finance and
Administration and
affiliate offices.

DEI Metrics
By Fall 2021, creation of a college
DEI website.
By Fall 2022 creation of DEI
resources such as a DEI glossary
that is accessible and a DEI
e-newsletter for external and/or
internal stakeholders
Number of DEI social media posts
or other press releases/notices
Review of annual College Board
Self-Evaluation Report and creation
of a self-assessment process that
includes ensuring equity is
maintained on College Board.

Total number of NOVA DEI events
or workshops attended by College
Board members.
Total number of NOVA DEI events
or workshops attended by Admin
Council members.
Approval of personnel and
operation budget for the Office of
DEI, establishment of two additional
positions to support the Office of
DEI.
By Fall 2022, submit an annual
report to Admin Council on how well
the college is funding DEI goals or
seeing a ROI on DEI investments.

This department will work to establish, sustain, and
where needed identify new resources or re-allocate
existing resources to maintain the college’s DEI
activities as defined by the Inclusive Excellence DEI Total number of DEI trainings or
workshops members of Office of
Strategic Plan and by the College President and
Finance and Budget and members
Administrative Council.
of Human Resources attend on an
annual basis.
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Appendix: Actions, Responsible Parties and Metrics: Institutional Infrastructure

Responsible Unit

Council of Provosts,
VP for Student
Services, College
Senate; and AVP
Enrollment Services.

Council of Provosts,
Academic Deans
Council, Chief
Academic Officer,
Dean of Student
Rights and
Responsibility,
Associate Deans.

DEI Actions
Review academic and nonacademic policies,
campus procedures, or campus practices that are
demonstrably impacting access, opportunity, and
student success. This could include policies related
to enrollment management, course scheduling, or
campus-based practices. NOVA’s Council of
Provosts will convene with VP for Student Services
and/or College Senate representatives to prioritize
items for review, request OIIR data needed to
generate recommendations, and present steps to
update two nonacademic or academic NOVA
policies, campus procedures, or campus practices
with equity-mindedness.
Review academic policies and procedures that are
demonstrably impacting access, opportunity, and
student success. This could include policies and
procedures such as: NOVA’s Academic Integrity
Policy or NOVA’s 3rd-time course repeat
procedures, or course scheduling practices across
the college. NOVA’s Academic Deans Council will
meet with the Chief Academic Officer, the Dean of
Student Rights and Responsibilities, and Associate
Deans to prioritize items for review, request OIR
data needed to generate recommendations, and
present steps to update two academic policies
and/or procedures.

Create and maintain an internal DEI Innovation
Grant program to provide opportunities for NOVA
faculty and staff to complete DEI projects that
extend the college’s commitment to Inclusive
CDEIO, Office of DEI, Excellence.
NOVA Foundation
Office, and DEI
Create a DEI Student Research and Recognition
Council
Event to occur in the Spring.
Create regular DEI Spotlight programming that
educates and provide opportunities for members of
the NOVA community to connect with national
speakers and diversity, equity, and inclusion
experts.

DEI Metrics

By the end of Spring 2022, a
formal recommendation submitted
to Admin Council on two nonacademic or academic policies,
procedures or practices that
demonstrably impact equity goals.
Number of DEI trainings or
workshops Provosts attend, and
members of Student Services and
College Senate attend each year.

By the end of Spring 2022, a
formal recommendation submitted
to Admin Council on the Academic
Integrity Policy and one other
academic policy or practice that
demonstrably impacts equity goals.
Number of DEI trainings or
workshops members of the
Academic Deans Council, the
Chief Academic Officer, and
Associate Deans attend.
By Fall 2022, a report outlining the
number of DEI Innovation Grants
awarded, completion of DEI
projects associated with grant
awards, and DEI Council
evaluation of DEI mini projects in
August
Number of participants at the DEI
Student Research/Recognition
Event, DEI spotlight programs, or
other events planned by the DEI
Office.
Number of DEI Spotlight programs,
assessment data from spotlight
programs, number of participants
at DEI spotlight programs.
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Appendix: Actions, Responsible Parties and Metrics: Institutional Infrastructure

Responsible Unit

DEI Actions

DEI Metrics
By the end of Spring 2022, the Office of
DEI will help employees to create
infrastructure around ERGs.

Office of DEI, DEI
Council, DEI
Committees, HR

By the end of Fall 2022, the Office of DEI
Create several Employee Resource Groups will release a communication plan on
(ERGs) that will work to develop mentorship ERGs that (a) explains what ERGs are,
(b) how ERGs are organized and
events and activities for NOVA employees
sponsored; (c) how ERGs are resourced,
that respond to the needs of specific
and (d) directions for how employees can
communities.
join an ERG.
Please see the Appendix for more
information on ERGs.

By Fall 2022, a report on the number of
participants in ERGs, number of
participants at ERG meetings and events,
and number of ERG events held.
By Fall 2022, a report outlining a process
for proposing new ERGs is due to Admin
Council.

Assessment Office
and
Administrative Council

Create a culture of evaluation and
continuous improvement and professional
learning around diversity, equity, and
inclusion by developing recommendations
to improve the APER process.

By Spring 2022, recommendations to
Admin Council on how to revise or
modify the APER assessment process.

Such improvements need to provide means
for the regular review and assessment of
Inclusive Excellence actions.
College President,
Administrative
Council, Councill of
Provosts,
Chief Academic
Officer and College
Senate

Review college committee structures using
an equity lens.
Identify ways to build incentive for full
participation in DEI events and initiatives by
improving the annual performance
evaluation process.

By Fall of 2022, recommendations on
how to incentivize collaboration across
units, improve the college’s committee
structure for improved shared
governance, and add DEI project
completion as part of annual
performance evaluation metrics.
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Appendix: Actions, Responsible Parties and Metrics: Access and Success

Responsible Unit

DEI Actions

Review hiring process (job posting
procedures) to ensure candidates
understand NOVA’s equity focus.
AVP for HR, Human
Resources

Launch NOVA’s Search Advocate program
and work to develop a cohort of Search
Advocate to increase communication and
awareness of existing practices HR uses to
recruit, retain, and further develop a more
diverse work staff.

DEI Metrics
By Fall 2022, an annual report of the
number of Search Advocates NOVA has
each year
By Spring 2022 increase the number of
Search Advocates by 20% or more
By Spring 2022, additional HR webinars
or training for Hiring Managers on how to
plan the HR process and work with an
HR consultant to ensure equity is infused
into the hiring process from start to finish.
Number of participants in the above
stated trainings and workshops reported
to Admin Council each year.

Develop and implement a robust
recruitment and marketing plan focused on
faculty diversity.

AVP for HR, Human
Resources

This plan would impart guidance and
training to the college Human Resource
staff in resources, techniques, and
strategies to broaden pools of diverse
applicants for faculty positions. The ability
to track diversity trends of applicants and
provide meaningful metrics that could be
analyzed and deployed in subsequent
recruitment efforts.

By Spring 2022, an annual report
showing diversity trends of applicants
and disaggregated data of successful
position searches for FT faculty, adjunct
faculty, classified staff, professional
faculty, and administrative faculty
positions. The report will include steps
that will be taken to address any
identified gaps.
By Spring 2022, an annual report
showing diversity trends of applicants for
interim positions of leadership at NOVA.
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Appendix: Actions, Responsible Parties and Metrics: Access and Success

Responsible Unit

OIR, Student
Success Team,
Office of Academic
Affairs, Chief
Academic Officer,
Academic Deans
Council, Pathway
Councils, and FT and
PT Teaching Faculty,
Office of DEI, Center
for Teaching and
Learning (CETL),
Council of Provosts

DEI Actions

Create, facilitate and deliver several Equity
Data Summits where academic program
leaders and teaching faculty review
disaggregated student success data and
discuss how to improve equity in student
outcomes.
Council of Provosts and/or Academic
Deans will monitor, encourage and track
participation in Equity Data Summits.
CETL and CAO will work to provide
opportunities for similar information to be
available online for adjunct faculty.

Academic Associate Deans will work to
create a more diverse workforce of adjunct
faculty members for the college.
Academic Associate
Deans

Associate Deans will participate in the
NOVA Search Advocate program and
create a list of equity minded questions to
use when interviewing prospective adjunct
faculty members.

DEI Metrics
By the end of Spring 2022, all degree
academic disciplines and faculty will
have reviewed and analyzed programspecific disaggregated student success
data and all programs will outline actions
to take using high-impact practices
By the end of Spring 2022, NOVA will
have a suite of professional
development opportunities for faculty on
culturally responsive teaching and highimpact practices.
NOVA will work to close equity gaps
found in enrollment, gateway or
foundational course completion, Fall-toFall retention, credit hour progression,
and credential completion.

By Fall 2022, report of the number of
DEI workshops and trainings Associate
Dean attend; creation of a guide to
assist in using equity-mindedness when
hiring adjunct faculty members.

Regular collection of feedback from
Provosts, and students on how to
improve and increase in positive ratings
for the Office of Recruitment.
Office of Recruitment,
Student Services,
Council of Provosts

Student Services will work with Campus
Provosts to identify concrete actions to
increase high school outreach efforts to
recruit eligible students from local area high
schools for student subgroups who are
historically underserved and/or
underrepresented.

Provosts will provide recommendations
and facilitate connections with the local
community and the Office of Recruitment
to support the goal of improving high
school outreach.
Number of DEI trainings and workshops
attended by members of the Office of
Recruitment.
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Appendix: Actions, Responsible Parties and Metrics: Access and Success

Responsible Unit

DEI Actions

DEI Metrics
Increase enrollment and recruitment for
identified student groups who are
underrepresented

Office of Recruitment
and Admissions, Call
Center and Marketing
Office, Campus
Provosts

Increase retention and recruitment of
historically underrepresented students by
building our efforts to recruit first generation,
students of color and nontraditional students
using an improved and more seamless
onboarding process.

By Spring 2022, Review SIS hold
practices and adjust them to address a
more equity-minded approach to
recruitment and enrollment.
By Spring 2022, increase number of
Student Services presentations given to
internal and external stakeholders
Identify need and resources to address
students who seek Spanish (or other
language) translation services at the Call
Center or on campuses.
By Spring 2022, there will be a robust
training plan, including presentations and
workshops given or promoted by FSP and
AC staff, by the #RealNova Task Force
members, and other students. Inclusion of
physical Advocacy Centers on each
campus.

Financial Stability and
Advocacy Centers,
Assigned Director of
Financial Stability

Students, faculty, and staff will be aware of
the resources Financial Stability and
Advocacy Centers provide, where to find
more information about them, and how to
access assistance.

Monthly communications promoting the
student and staff/faculty workshops and
trainings in the Daily Flyer, the Nighthawk
News, and through the Virtual Student
Union.
Random survey of all populations more
than 75% will recognize the name and will
know the website address
financialstability@nvcc.edu. Also, in a
data collection, students will report
referrals by faculty and staff.
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Appendix: Actions, Responsible Parties, and Metrics: Climate and Intergroup Relations

Responsible Unit
Engagement and
Retention, Student
Services and Director of
Student Leadership and
Engagement, and
Student Government
Association (SGA)

Office of DEI, DEI
Campus Committees

HR, Student Services,
Wellness/Disability
Services in coordination
with Academic Deans
Council (ADC) and
Council for Associate
Deans (CAD), Office of
DEI

DEI Actions
Creation of a student DEI Committee/Club
that reports to the Chief, Diversity, Equity
and Inclusion Officer and the Director of
Student Leadership and Engagement.
The DEI Committee/club will be essential
for ensuring student voices are engaged in
DEI efforts.
NOVA will complete the first phase of an
Action Plan associated with our
designation as an AAC&U Truth, Racial
Healing and Transformation Center
(TRHT) college. The first phase of the
Action Plan calls for a coordinated
communication plan around what Truth,
Racial Healing and Transformation
Centers are, as well as an introduction to
Rx Racial Healing Circles at the DEI
Campus Committee level. The long-term
plan is to offer “healing circles” on NOVA
campuses to facilitate conversations and
connection as well as relationship building.
NOVA will develop online training for
adjunct faculty, FT faculty, and staff
related to disability rights including
effective communication, print
accessibility, and the definition of
reasonable accommodations for faculty.
NOVA will remove barriers for students
and employees with disabilities by
conducting annual accessibility audits by
an objective third-party expert to ensure all
employees and students are
accommodated in the workplace or
classroom. The additional “best practice”
audit will be done by HR, the Office of DEI
and in coordination with the appropriate
Student Services leadership position(s).

DEI Metrics

By Spring 2022, the structure of the
Student DEI Committee will be
implemented, and it will have its first
meeting.

Effective marketing around the founding
principles of Truth, Racial Healing and
Transformation Centers by the end of
Fall 2021.
By the end of Fall 2021, members of DEI
Committees will participate in Healing
Circles, and develop a plan to offer
healing circles to a broader community of
NOVA stakeholders by Fall 2022.
By the end of Spring 2022, NOVA will
have a model to develop training for
volunteers who wish to become cofacilitators in the Circle method.

Deans and associate deans will work
with Disability Support Services to
determine the timing of training
throughout the semester to be
compatible with faculty’s other
responsibilities
The Office of DEI, HR and Student
Services will complete an annual audit of
how well NOVA is meeting the needs of
students and employees with disabilities.
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Appendix: Actions, Responsible Parties, and Metrics: Climate and Intergroup Relations

Responsible Unit

DEI Actions

DEI Metrics

Director of Wellness
and Mental Health.

To provide Mental Health First Aid
professional development and training to
faculty/staff each semester at least twice.
The Office of Mental Health/First Aid will
offer faculty and staff two opportunities per
semester for virtual trainings to assist them
dealing with students in need of support.

Number of MHFA classes held 20
faculty/staff trained at each offering
(maximum allowed by CSB).

Office of Diversity,
Equity, and Inclusion,
OIR, HR, and Student
Services, Title IX
Officer, EEO Officer,
etc.

Assess climate data on DEI attitudes and
sentiments around reporting practices.
Coordinate efforts to improve
communication on how individuals
(students, employees, etc.) can use
existing college processes for reporting
discrimination and bias or other issues
related to Title IX, EEO, etc.

By Spring 2021, recommendations to
Admin Council on how to improve
various bias or discrimination reporting
processes.

LO Campus Forum
Chair and LO Campus
DEI Committee.

The LO Campus DEI Committee and LO
Campus Forum will create at least three
DEI events on the LO Campus (i.e.,
Multicultural Awareness Week,
International Education Week, and a
Developing Loudon @ Lunch series) to
facilitate small group conversations related
to intergroup relations.
LO Forum Council and LO DEI Committee
will develop a communication strategy and
plan logistics for a successful International
Education Week and Developing Loudon
Leaders @ Lunch series.

Number of events, number of
participants at each event, and data
from assessment of events. The goal is
for at least 175 participants reached per
academic year and positive results from
assessment data.

LO Campus will assist Provost in reviewing
campus spaces to identify DEI needs
related to building and campus operations.

19

Appendix: Actions, Responsible Parties, and Metrics: Climate and Intergroup Relations

Responsible Unit

DEI Actions

DEI Metrics

MEC Campus Forum
and MEC DEI Campus
Committee

The MEC Campus Forum Council will
encourage the use of a selection criteria that is
evidence-based, inclusive and equitable for
the 2022 admission cycle to reflect the
demographics of NOVA. The responsible
parties will research and craft a white paper
that examines the impact of moderating
variables (family composition, access to
childcare, funds to cover tuition,
transportation, race, etc.) on competitive
admissions. Project work will commence upon
receipt of objective approval and will be
completed within 12 months.

Completion of a draft of equitable
and evidence-based selection
criteria in Summer 2021; release of
white paper on recommendations
Fall 2021, collection of feedback
Spring 2022, and additional final
recommendations with strong
urgency to implement.

AL Campus Forum and
AL Campus DEI
Committee

The Alexandria DEI Campus Committee and
Campus Forum will conduct annual DEI Walks
to view our campus through the lens of its
diverse community. The committee will apply
the lens DEI via variables such as English
language learners, ability, veteran status, and
LGBQ+ statuses to review how common
areas, restrooms as well as signage in other
forms communicates the campus is a
welcoming space. Tours will occur using
equity mindedness, in addition a series of
workshops will be developed and a summary
of findings from the review will be available

Results of the campus assessment
will be available by Spring 2022.

MA Campus DEI
Committee and MA
Campus Forum

Create and support a MA Campus Unity
Lounge for Students (physical space on
campus) and create and support a MA
Campus Virtual Unity Lounge for Faculty and
Staff or work with the Office of DEI to create a
college-wide space of a similar nature.
Regarding the Unity Lounge for Students
(assuming relaxed COVID 19 protocols) MA
Campus Forum and DEI Committee will
secure space, plan kick-off events for Spring
2022/Fall 2023. Also, the leadership team for
MA Campus will collaborate with Manassas
SGA and Manassas DEI Student Council to
create student-friendly space.

Unity Lounge for Students: student
use of space, events held in space
will be in place by Spring 2022
and/or a project timeline will be
available.
Further, by Spring 2022, the Unity
Lounge for Faculty will be
available, and data will be provided
on use of the site. One metric is
feedback from participants about
the space and how to improve it.
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Appendix: Actions, Responsible Parties, and Metrics: Climate and Intergroup Relations

Responsible Unit

DEI Actions

DEI Metrics

The AN Forum Council will audit the physical
spaces of the AN Campus in Fall 2021 and
Spring 2022 and work collaboratively with the
AN DEI Campus Committee in developing
goals towards additional and more attractive
campus spaces with an eye towards use by
all.
A better understanding of developing safe
spaces and attention to our LGBTQI+
colleagues and student will be explored as
AN Campus Forum and AN
well as confidential spaces for faculty student
DEI Committee
conversations.

Completion of audit, continued
collaboration of efforts between
AN DEI Committee and AN
Forum Council. Survey
completion.

Additionally, the AN Forum Council and DEI
Committee will advocate with campus
leadership involved in the renovation of
campus spaces regarding the goals of
inclusive spaces; request forum member
inclusion in conversations regarding space
allocations at the campus, and (if appropriate)
conduct a survey of campus members to
follow-up on climate results.

WO Campus Forum and
WO DEI Committees

Broaden the relationship that the Woodbridge
campus has with the Future Kings, which is a
community partner that works to support
exposure of Underrepresented minority
students in STEM fields.
Secondly, broaden the relationship the WO
Campus has with The LIBRE initiative, they
are a community organization that delivers
free ESL instruction at the Woodbridge
campus.

Number of presentations or
networking events, and number
participants at those events.
In addition, assessment data will
be collected and shared.
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Appendix: Actions, Responsible Parties, and Metrics: Climate and Intergroup Relations

Responsible Unit

DEI Actions

DEI Metrics
Completion of two promotional
videos that promote DEI efforts by
Spring 2022

Marketing will create guidelines for best
practices for DEI marketing campaigns and
partner with web team to complete site
navigation and design and incorporate new
website section into brand training college
wide.
NOVA Marketing and
NOVA Webservices

VP for Student Services
and affiliate leadership
teams

Marketing will assist with a video promotion for
the website that communicates NOVA’s
commitment to Inclusive Excellence, which will
be featured on the website and in other ways
to promote the college commitment to
diversity, equity, and inclusion.

Student Services (i.e., AVP for Engagement
and Retention and/or Director of Student
Leadership and Engagement) will identify a
strategy to either scale up existing boutique
mentorship programs that target underserved
communities and/or fold them into a formal
relaunch effort for college-wide mentorship
activities that is more sustainable than
previous efforts.

Completion of updated advertising
buys on social media that bolster
our commitment to meeting DEI
outcomes such as closing equity
gaps in enrollment and retention for
student groups that are
underrepresented and under
supported.
The following data will be tracked
and reported on annually to CDEIO
for all DEI marketing campaigns.
First, impressions (number of times
an ad was displayed and viewable
by users. Second, click through
Rate (% of people that saw an ad,
email or other touch point and
clicking on a link). Finally,
conversion Rate.

Completion of a recommendation
plan for mentorship programs that
align with our DEI efforts and focus
on building mentorship programs to
scale.
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Appendix: Actions, Responsible Parties, and Metrics: Education and Training

Responsible Unit

Academic Affairs,
CETL, Director of
Faculty Professional
Development, Office
of DEI

English Discipline,
Steering Committee,
QEP Implementation
Committee, Chief
Diversity, Equity and
Inclusion Officer

Office of Diversity,
Equity and Inclusion

DEI Actions

Full-time and adjunct faculty will take
advantage of multiple opportunities to attend
CETL-sponsored professional development
and will gain expertise in culturally responsive
teaching, High-Impact Practices,
Adjunct faculty will be compensated for their
participation and the college will identify an
incentive model for FT faculty using the ATD
framework.

English discipline will be the focus of the QEP
and engage in actions to address equity gaps
in ENG 111 courses.
Pending approval from SACSCOC and their
visit in October 2021, ENG 111 faculty will
complete professional development and
update the curriculum in ENG 111 to respond
to QEP Student Learning Outcomes that
focus on equity and improving students
writing skills.
Creation of a DEI Student Research
Symposium/Recognition Event to feature
student voices and give recognition for DEI
specific efforts.

DEI Metrics
At least 2 college-wide CETLsponsored professional development
events will be offered each semester
that focus on culturally responsive
pedagogy or high impact practices.
Training and professional learning in
culturally responsive pedagogy,
problem-based learning, and
transparent assignment design for
faculty teaching ENG 111, as
detailed in the Quality Enhancement
Plan (QEP).
Overall number of faculty members
who participate in professional
development, training, or workshops
associated with equity mindedness
topics.

Pilot of QEP Action Plan via
professional development
opportunities specific to the QEP in
Spring 2021.
Needed resources to prepare the
college to implement the QEP in Fall
2022.
Number of participants at the Spring
2022 DEI Student DEI
Research/Recognition Event.
Assessment results from
participants.
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Appendix: Actions, Responsible Parties, and Metrics: Education and Training

Responsible Unit

DEI Actions

DEI Metrics

Mathematics Pathway Council
Physical Science Pathway
Council
Life Sciences Pathway Council
Social Science Pathway
Council
Education and Public Services
Pathway Council
Liberal Arts Pathway Council
Information and Engineering
Technology Pathway Council

Each academic pathway group will
participate in an Equity Data
Summit and afterword identify at
least two specific ways to modify,
adjust, or alter the curriculum in the
Informed Pathway to become more
culturally responsive or use HighImpact practices.

Number of participants in Equity Data
Summits by pathway
Number of participants in workshops
about culturally responsive pedagogy
or high impact practices.

Engineering and Applied
Technology Pathway Council
Visual, Performing and Media
Arts Pathway Council
Develop a suite of follow-up DEI
training based on the cultural
competency model as designed by
DHRM.
Office of DEI and HR

Office of DEI

CDEIO and HR Manager will attend
additional training from DHRM on
the Cultural Competency program
and develop complementary online
training on implicit bias and
microaggressions.
Program DEI Spotlight Events
throughout the year that bring in
national speakers and experts to
educate the college community
about DEI education.

By Spring 2021, NOVA will have
additional training on implicit bias and
microaggression for employees.

Number of events and participants
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Appendix: Actions, Responsible Parties, and Metrics: Community Relations

Responsible Unit

Office of Academic
Affairs, Director of
Curriculum Development
and Transfer Coordinator

DEI Actions

Through the Equity Transfer Initiative,
Academic Affairs will actively promote an
increase of Hispanic students in high
demand transfer pathways.

DEI Metrics
Per the accepted grant, the team will
work on recruiting Hispanic students
by offering virtual information
sessions, open houses, and high
school visits. There will be targeted
transfer sessions with NOVA and
GMU faculty members.
Increase Hispanic students by 100 in
specifically identified pathways to
GMU during AY 2021-2022.

Transfer Coordinator,
Office of Diversity,
Equity, and Inclusion

Working with CDEIO and affiliate groups,
NOVA will work to have annual HBCU
Transfer Showcases.

NOVA will work to establish stronger
partnerships with HBCUs to learn
best practices and bolster transfer to
HBCU’s
By Spring 2022 an HBCU Summit
will occur to connect NOVA leaders
with HBCU leadership.
Completion of notes from HBCU
Summit, increased attendance at the
HBCU Transfer Showcase.
Feedback from participants.

NOVA Police (Chief)

NOVA Police will create more community
engagement opportunities that interact
with students, faculty and staff in nonenforcement activities and provide selfempowering safety and
security information (through lectures,
training, community events and
publications) and enhance the police
image and police-citizen partnerships that
keep campuses safe and secure. NOVA
Police will patriciate in the VCCS Search
Advocate Program to increase equity
mindedness in their hiring and recruitment
practices.

Sixty community engagement
opportunities per year, an increase
from previous years.
By the end of Spring 2021, NOVA
Police and associated personnel will
have at least 6 individuals who can
serve as search advocates for
internal searches related to
Emergency management and/or the
process of hiring NOVA Police.
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Appendix: Actions, Responsible Parties, and Metrics: Community Relations

Responsible Unit

VP of Strategy,
Research, and
Workforce Innovation

DEI Actions

DEI Metrics

Continue to provide data on climate studies Number of business partners who
and support to OIR to help meet our
participate in the follow-up sessions.
Inclusive Excellence goals.
Number of DEI partnership actions
implemented.
Work with CDEIO on grant strategies for
the upcoming year.
Identify individuals to help extend NOVA’s
DEI impact in the local business
community.
NOVA will prioritize connecting with
community partners to assist in the
acquisition of large-scale grants
associated with Diversity, Equity, and
Inclusion

Office of Diversity,
Equity and Inclusion
and NOVA’s Office of
Grants and Sponsored Specific emphasis on ANNAPISI Grant
Programs
and other Equity Grants that focus on
STEM, High Impact Practices/Culturally
Responsive Pedagogy, and/or Truth,
Racial Healing and Transformation Efforts.

Feedback from Admin Council and
Provost Council on OIR’s work to
extend their efforts to support Inclusive
Excellence.
Chief Diversity, Equity, and Inclusion
Officer will work with the Office of
Grants and Sponsored Programs to
submit at least two large scale grant
applications that impact DEI outcomes
while also building stronger connections
with the local community.
Number of DEI grants applied to,
number of DEI grants received, total
amount of fiscal resources that come
from awarded DEI grant awards that
originated from private, state or federal
sources/grants.
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Appendix: NOVA’S Organizational Chart Overview

NOVA’s Organizational Chart appears above. The Chief, Diversity, Equity, and Inclusion Officer is
a member of the President’s Cabinet (Administrative Council). Matters concerning the College
policies and administrative procedures are reviewed by the Administrative Council and appropriate
recommendations are made to the President. The Chief Diversity Equity and Inclusion Officer is a
position of leadership that develops plans, strategies, etc. that help to ensure DEI is at the
forefront of NOVA’s policies, practices, programs, and culture.
As a college, Admin Council formally identifies NOVA as being in Stage Four: Affirming on the
Continuum of Inclusive and Equitable Organizational Development.
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Appendix: NOVA’S Office of Diversity, Equity, and Inclusion Overview

Chief Diversity, Equity & Inclusion Officer
(CDEIO)

Executive Administrative
Assistant to CDEIO

DEI
Communication Coordinator

DEI
Program/Project Coordinator

NOVA’s Office of Diversity, Equity and Inclusion is managed by the Chief, Diversity,
Equity and Inclusion Officer. The role of the Office of Diversity, Equity, and Inclusion is
to work with all segments of the NOVA community, students, administration, faculty, and
staff to address issues related to the college’s commitment to Inclusive Excellence by
organizing, managing, and leading DEI initiatives, programs, and events.
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Appendix: NOVA’S DEI Council and Committee Overview

Office of
DEI/CDEIO

DEI Council
The DEI Council, represents
the work of DEI Committees
and helps to organize DEI
efforts across NOVA.
Council also offers needed
recommendations to the
CDEIO on DEI strategies,
actions, events, & programs
that help NOVA build a
more inclusive college.

DEI Committees
DEI Committees are internal
advisory units that exist on each of
NOVA campuses. Provosts appoint
members to the DEI Committees
(based on a clear structure given
by CDEIO) to serve a 2-year term.
Provosts designate two individuals
to serve as co-chairs of a DEI
Committee. The two co-chairs
become members of DEI Council.

DEI Student Committee
The DEI Student Committee is an
internal group comprised of a
representative from college-wide
student clubs that has designated
their club has a DEI focus.
Representation from the Student
Government Association (SGA) is
also included.

DEI Council, DEI Committees, and the DEI Student Committee are advisory internal college
entities that exist within the college’s internal structure to help coordinate and support DEI
efforts. The CDEIO and the Office of DEI works with each of these units to help organize,
coordinate, and extend NOVA’s commitment to Inclusive Excellence and further events and
programs related to diversity, equity, and inclusion. Please see NOVA’s DEI website for a
list of active members of each DEI Committee as well as DEI Council.
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Appendix: NOVA’S Employee Resource Groups (ERGs) Overview

Employee Resource Groups are voluntary, employee-led peer network groups
supported by the Office of Diversity, Equity, and Inclusion to provide NOVA
employees with various professional mentorship and network opportunities.
Employee Resource Groups are engaged in activities that align with the College’s
commitment to Inclusive Excellence. ERGs educate others about issues specific to
their community of interest, grow networks of mentorship to connect employees
across the college, and improve communication about ideas related to diversity,
equity, and inclusion.
ERGs have an Administrative/Professional Faculty Lead, a Teaching Faculty Lead,
and a Classified Staff Lead. The three co-leads work together to organize monthly
meetings and plan mentorship or educational opportunities that benefit the members
of the ERG.
Any NOVA employee can join an ERG.
Resources for ERGs are provided by the Office of Diversity, Equity, and Inclusion.
NOVA’s Inclusive Excellence DEI Strategic Plan calls for ERGs in the following
communities:
Asian American and Native Pacific Islander (AANAPI)
African American and Black Diaspora
Disability
Interfaith
Hispanic/Latinx
LGBTQ+
Women
There is a formal process to propose additional ERGs.
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VCCS EQUITY DATA TABLES

Headcount Enrollments by Race and Gender
Academic Year
2015-16
F
African
American

M

2016-17
U

F

M

2017-18
U

F

M

2018-19
U

F

M

2019-20
U

F

2020-21

M

U

F

M

U

6,745

5,675

1

6,382

5,257

3

6,242

5,109

2

6,097

5,076

8

5,748

4,771

15

6,304

4,849

26

111

98

.

105

92

.

95

92

.

85

82

.

89

85

2

124

99

2

Asian

5,347

5,465

4

5,448

5,589

7

5,604

5,637

13

5,699

5,586

15

5,721

5,409

26

6,369

5,702

28

Hispanic or
Latino/a/x

8,007

6,590

15

8,063

6,790

14

8,313

6,798

14

8,632

7,131

27

8,907

7,241

43

8,177

5,728

30

American
Indian/Alaskan

Hawaiian/Pacific
Islander

149

207

.

139

182

.

137

160

.

114

140

.

103

105

.

124

116

1

Two or More
Races

1,577

1,428

3

1,593

1,441

3

1,714

1,505

6

1,786

1,530

12

1,718

1,543

19

2,053

1,711

24

Non-Resident
Alien

1,089

936

2

1,104

963

2

1,078

925

1

1,020

903

3

990

829

9

869

683

13

Unknown/Not
Specified

713

713

31

635

586

30

600

570

37

719

682

133

866

811

157

1,682

1,409

208

White

15,310

15,599

43

14,719

15,083

53

14,331

14,613

61

13,985

14,065

112

13,261

13,218

151

14,637

13,662

174

Annual Grand
Total

39,048

36,711

99

38,188

35,983

112

38,114

35,409

134

38,137

35,195

310

37,403

34,012

422

40,339

33,959

506

Employee Category: Teaching Faculty
Fall 2018
Female

Fall 2019

Male

All

Female

Fall 2020

Male

All

Female

Male

All

By Race/Ethnicity
American Indian
or Alaska Native
Asian
Black or African
American
Hispanic or
Latino/a/x
Two or more
races
White

1

0%

1

0%

2

0%

1

0%

1

0%

2

0%

1

0%

1

0%

2

0%

46

11%

30

10%

76

11%

46

11%

30

11%

76

11%

42

11%

32

12%

74

11%

56

13%

40

14%

96

14%

53

13%

39

14%

92

13%

52

14%

36

14%

88

14%

19

4%

10

3%

29

4%

16

4%

10

4%

26

4%

13

3%

9

3%

22

3%

9

2%

2

1%

11

2%

8

2%

2

1%

10

1%

6

2%

2

1%

8

1%

292

69%

204

71%

496

70%

287

70%

196

71%

483

70%

271

70%

185

70%

456

70%

31%

83

29%

214

30%

124

30%

82

29%

206

30%

114

30%

80

30%

194

30%

By Minority and Non-Minority
Minorities

131

Non-Minority

292

69%

204

71%

496

70%

287

70%

196

71%

483

70%

271

70%

185

70%

456

70%

Employee
Category Total

423

100%

287

100%

710

100%

411

100%

278

100%

689

100%

385

100%

265

100%

650

100%

31

VCCS EQUITY DATA TABLES

Employee Category: Adjuncts
Fall 2018
Female

Fall 2019

Male

All

Female

Fall 2020

Male

All

Female

Male

All

By Race/Ethnicity
American Indian
or Alaska Native
Asian
Black or African
American
Hispanic or
Latino/a/x
Native
Hawaiian/Other
Pacific Islander
Race/ethnicity
unknown
Two or more
races
White

2

0%

5

1%

7

0%

2

0%

4

1%

6

0%

1

0%

5

1%

6

0%

95

10%

86

10%

181

10%

77

9%

75

10%

152

9%

82

10%

73

10%

155

10%

167

17%

140

16%

307

17%

147

17%

123

16%

270

17%

142

17%

130

18%

272

17%

34

4%

16

2%

50

3%

29

3%

14

2%

43

3%

36

4%

16

2%

52

3%

.

.

2

0%

2

0%

.

.

1

0%

1

0%

.

.

1

0%

1

0%

1

0%

.

.

1

0%

.

.

.

.

.

.

.

.

.

.

.

.

18

2%

11

1%

29

2%

19

2%

8

1%

27

2%

20

2%

11

1%

31

2%

642

67%

607

70%

1,249

68%

577

68%

545

71%

1,122

69%

551

66%

498

68%

1,049

67%

By Minority and Non-Minority
Minorities

316

33%

260

30%

576

32%

274

32%

225

29%

499

31%

281

34%

236

32%

517

33%

Non-Minority

643

67%

607

70%

1,250

68%

577

68%

545

71%

1,122

69%

551

66%

498

68%

1,049

67%

Employee
Category Total

959

100%

867

100%

1,826

100%

851

100%

770

100%

1,621

100%

832

100%

734

100%

1,566

100%

Employee Category: Administrative Faculty/Professional Faculty
Fall 2018
Female

Fall 2019

Male

All

Female

Fall 2020

Male

All

Female

Male

All

By Race/Ethnicity
American Indian
or Alaska Native
Asian
Black or African
American
Hispanic or
Latino/a/x
Two or more
races
White

.

.

.

.

.

.

.

21

7%

11

8%

82

28%

33

23%

18

6%

4

3%

22

.

.

32

7%

115

27%
5%

.

.

.

.

18

7%

11

9%

73

28%

27

21%

15

6%

4

3%

19

.

.

29

7%

100

26%
5%

.

.

13

5%

73

30%

12

5%

.

11

9%

24

7%

25

21%

98

27%

5

4%

17

5%

11

4%

5

4%

16

4%

10

4%

2

2%

12

3%

11

5%

2

2%

13

4%

159

55%

88

62%

247

57%

145

56%

83

65%

228

59%

132

55%

76

64%

208

58%

By Minority and Non-Minority
Minorities

132

45%

53

38%

185

43%

116

44%

44

35%

160

41%

109

45%

43

36%

152

42%

Non-Minority

159

55%

88

62%

247

57%

145

56%

83

65%

228

59%

132

55%

76

64%

208

58%

Employee
Category Total

291

100%

141

100%

432

100%

261

100%

127

100%

388

100%

241

100%

119

100%

360

100%
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Employee Category: Classified
Fall 2018
Female

Fall 2019

Male

All

Female

Fall 2020

Male

All

Female

Male

All

By Race/Ethnicity
American Indian or
Alaska Native
Asian
Black or African
American
Hispanic or
Latino/a/x
Native
Hawaiian/Other
Pacific Islander
Two or more races
White

2

1%

.

.

2

0%

2

1%

.

.

2

0%

2

1%

.

.

2

0%

52

13%

63

19%

115

16%

53

15%

58

18%

111

17%

56

17%

53

17%

109

17%

105

27%

60

18%

165

23%
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5%

15
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5%

17
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4%
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16
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17
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188

49%

170

51%

358

50%

167

49%

165

53%

332

50%

164

50%

158

52%

322

51%

By Minority and Non-Minority
Minorities

199

51%

162

49%

361

50%

177

51%

149

47%

326

50%

166

50%

148

48%

314

49%

Non-Minority

188

49%

170

51%

358

50%

167

49%

165

53%

332

50%

164

50%

158

52%

322

51%

Employee Category
Total

387

100%

332

100%

719

100%

344

100%

314

100%

658

100%

330

100%

306

100%

636

100%
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