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This annual Florida Equity Report is required under the Florida Educational Equity Act 
(FEEA) (Section 1000.05, F.S.) and Florida Board of Governors (BOG) Regulation 2.003 
Equity and Access.  

 

The 2022 FEEA Report encompasses ten areas: Executive Summary/Description of Plan 
Development, Review of Policies and Procedures, Academic Program Reviews, Gender 
Equity in Intercollegiate Athletics, Employment Representation, Areas of 
Improvement/Achievement, Protected-class Representation in the Tenure Process, 
Promotion and Tenure Committee Composition, Budget Plan, and Administrators 
Evaluations. The academic year (AY) being reviewed is July 1, 2020, to June 30, 2021. 
The essence of these reports serves as a reaffirmation of the commitment of Florida 
International University (FIU) toward enhancing the representation of women and 
minorities in FIU’s undergraduate, graduate, professional, and athletics programs as 
well as faculty and administrative positions. 

FIU has two campuses that amass the greater populations of students, faculty, and staff: 
the Modesto A. Maidique Campus (MMC) in west Miami-Dade County and the 
Biscayne Bay Campus (BBC) in North Miami. 

 
HIGHLIGHTS AND ACHIEVEMENTS 
 
Academic Programs (Part III) 
FIU received several recognitions and notable rankings. FIU received a number of 
national rankings in 2020 and 2021. In August 2020, FIU was listed as the top institution 
in the U.S. in enrolling and graduating Hispanic students with Bachelor’s degrees, 
according to an analysis released by Excelencia in Education. Excelencia in Education 
previously awarded FIU the Seal of Excelencia in 2019 for its commitment to student 
excellence and efforts to increase equity and student success. FIU has developed and 
implemented programs to support the success of all its students, including more than 
22% that identify as first-generation and 50% that receive Pell grants. The programs, 
which are also helping increase degree completion for Hispanic students, include 
Federal TRIO programs, success coaches, professional advisors, a Math Mastery Lab, 
and the largest learning assistant program in the nation. 
 
Also, in August 2020, in the Washington Monthly Magazine College Rankings, FIU 
moved 25 spots to No. 18 among public universities, continuing to climb to No. 43 in 
2019 from No. 54 in 2018. Among public universities, FIU ranked No. 12 for social 
mobility and No. 35 for public service. Washington Monthly also placed FIU at No. 3 
among public universities in the 2020 Best Bang for the Buck Rankings in the Southeast, 

PART I.  EXECUTIVE SUMMARY/DESCRIPTION OF PLAN 
DEVELOPMENT 
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an “exclusive” list of schools ranked according to how well they help low-income 
students attain marketable degrees at affordable prices.  
 
FIU was also listed as one of the top 100 public universities in the country, according to 
the latest U.S. News & World Report rankings. The international business program 
came in at No. 2 in the nation for the second consecutive year, making it the highest-
ranked program of any university in Florida. In U.S. News & World Report specialty 
rankings, FIU placed No. 13 among public institutions in Social Mobility and No. 32 
among public institutions in Best Value. 
 
FIU ranked among the top U.S. public universities in the Times Higher Education 2021 
World University Rankings. FIU climbed 17 spots from No. 75 to No. 58 among public 
universities in the nation in the Times Higher Education World University rankings. 
FIU also moved up one bracket in the overall World rankings to the 401-500 bracket 
from the 501-600 bracket last year, including more than 1,500 universities across 93 
countries. Universities were evaluated based on five areas: teaching (the learning 
environment); research (volume, income, and reputation); citations (research influence); 
international outlook (staff, students, and research); and industry income (knowledge 
transfer). 
 
Gender Equity in Athletics (Part IV) 
FIU has a designated Deputy Title IX Coordinator in the Athletics Department who, in 
collaboration with the University’s Title IX Coordinator, arranges for diversity training 
for all student-athletes and ensures compliance with Title IX and the NCAA standards. 
Efforts have been made to ensure equitable facilities, equipment, personnel, and 
opportunities for female and male athletes. A Title IX and diversity, equity, and 
inclusion committee also assist in ensuring an equitable and diverse athletics program. 
FIU's NCAA committee oversees compliance with NCAA standards and reporting 
requirements. Active member Institutions of the NCAA are required to complete an 
equity, diversity, and inclusion review once every four years and provide written 
confirmation of completion to the national office. This allows for a review to occur at 
least once during a typical student-athlete's four years of eligibility. 
  
FIU further focuses on training the athletic coaching and support staff on the 
importance of inclusion, diversity, equity, and access to ensure that they are well-suited 
to meet the needs of our diverse student-athlete population.   
 
Employment (Part V) 
FIU is committed to ensuring that the faculty and staff at our institution reflect the 
diversity of our local community and student body. The Division of Human Resources 
continues to lead efforts to strengthen employment, recruitment, classification, and 
compensation by leveraging technology to meet current university/legal/compliance 
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demands, expectations, and changes in the law for administrative, staff, and student 
employees. Further, the Division of Academic Affairs and the Office to Advance 
Women, Equity, and Diversity (AWED) are actively engaged in the recruitment, 
retention, and development of university faculty throughout each college/school.  
 
FIU was one of the best colleges in the nation to work for in 2020, according to the Great 
Colleges to Work For® program. The university also achieved honor roll designation in 
11 out of 12 categories. Honor status is given when the university receives recognition 
across all the categories. FIU has received honor roll designation every year since 2016.  
FIU has now been recognized six times, five of these consecutively with honor roll 
designation. 
 
In Fall 2021, there were increases in the number of females, American Indian/Alaska 
Native, Asian, Hispanic, and White tenured faculty members compared to Fall 2020.  
For tenure track faculty, there was an increase in the number of women, Black, 
American Indian/Alaska Native, Hispanic, and those who identify as Two or More 
Races.  
 
Areas of Improvement and Achievement (Part VI) 
During the academic period of 2020-2021, the pandemic impacted our students, faculty, 
and staff. Even with the impact of the pandemic, FIU made progress with improving 
diversity, equity, and inclusion across the measured areas. There are a few areas that 
have been identified for improvement. In reviewing First-Time-In-College (FTIC) 
enrollment, although the total number of FTIC students enrolled at FIU decreased from 
4,159 in Fall 2016 to 2,872 in the Fall of 2021, there was an increase from Fall 2020 to Fall 
2021 by 5%.  
 
Another area of improvement is the number of transfers from the Florida State College 
system. The number of transfers decreased by 9% from the previous fiscal year’s 7,742 
enrollment. In reviewing the awarded degrees from AY 2019-2020 to AY 2020-2021, the 
number of doctoral degrees awarded to Black students stayed the same and decreased 
by 10 degrees for Hispanic students. No doctoral degrees were awarded for Native 
Hawaiians/Other Pacific Islander and American Indian/Alaska Native categories in the 
AY 2020-2021. In previous years, we have identified recruitment and retention of Black 
and Hispanic doctoral students as a primary goal for our graduate programs (a 1% 
increase per year). However, numbers for Black students stayed the same, and Hispanic 
students decreased compared to the prior year. 
 
Regarding gender equity in intercollegiate athletics, for the second consecutive year, the 
student-athlete male participation rate decreased while the female participation rates 
increased. This change is a significant result achieved with our efforts to reduce the gap 
in male vs. female participation rates (roster capping for men and encouraging females 
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to walk on). These efforts will continue. The athletics department recognizes that this 
has been an area of improvement for more than three academic years. The new athletics 
department’s leadership has prioritized the need to address the significant differences 
between the baseball and softball facilities by 2024. 
 
For employment representation, the Fall 2021 number of female tenured, tenure-track, 
and non-tenure-earning or faculty in the non-tenure category increased compared to the 
previous Fall. There was a decrease in the number of Black tenured faculty. The 
university has an Affirmative Action plan with numerical placement goals that have 
been established pursuant to 41 C.F.R. § 60-2.16 and § 741.45, and we are making good-
faith efforts to meet the obligations contained in the plan. There are four (4) placement 
goals for female faculty in faculty leadership, tenured faculty, professor non-tenure, and 
lecturer/adjunct faculty job groups. There are nine (9) placement goals for the 
administrative job groups in the athletic-support services, scientific & research 
professional, student services, other professional, senior-level clerical, mid-level clerical, 
admin support, computer-telecommunication, technician/paraprofessional, skilled craft 
workers, and custodial worker job groups.  
 
Tenure & Promotion (T&P) Committee Composition (Part VII) 
Of the 82 faculty who served on college-level committees in AY 2020-2021, 59% were 
male and 41% were female. Men were slightly underrepresented on the committees 
compared to their percentage of tenured/tenure-track faculty (68% in Fall 2020-Spring 
2021 when the committees were meeting). For race/ethnicity, White is the group most 
represented compared to all tenured faculty on the college committees, with 62% of the 
committee being White vs. 58% of the tenured faculty. The following two most 
represented groups are Asian (20%) and Hispanic (18%). The percentage of Asian 
faculty on the committees is similar to their portion of tenured faculty at 23%, but 
Hispanic faculty are overrepresented as they comprise only 12% of all tenured faculty. 
The representation of Black faculty on the committees is equal to their representation 
among tenured faculty at 5%.   

Overall, the composition of the college-level T&P committees is similar to that of the 
tenured faculty. However, White faculty are overrepresented compared to our 
university-wide tenure-track faculty numbers. Care must be taken moving forward to 
ensure equitable support and evaluation of junior faculty through the tenure process, 
being aware of unintentional biases or barriers that could impede their progress. 
Incorporating elements to support an equitable system, the demographics of these 
senior-level committees should eventually match that of the current junior faculty. 
 
Description of Plan Development 
The guidelines for this report were provided by the Board of Governors, which oversees 
the State University System (SUS) of Florida. The completion of this plan was a 
collaborative institutional effort comprised of representatives from the Office of the 
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Provost, Academic & Student Affairs, Academic Budget Office, Athletics, University 
Graduate School, Human Resources, Analysis and Information Management, and 
Enrollment Management and Services, and led by FIU’s Division of Diversity, Equity, 
and Inclusion (DEI). FIU’s Assistant Vice Provost of DEI prepares the FEEA report, and 
the Diversity Council Policy committee reviews it. This committee’s responsibility is to 
review institutional policies and recommend diversity, equity, and inclusion-related 
policy issues to the Vice Provost of DEI. This committee also provides feedback on the 
equity report submission based on the Florida Equity report guidelines. The Office of 
the General Counsel and the Sr. Vice President of Human Resources and Vice Provost 
of DEI review the report before it is submitted for approval to the University President 
and the FIU Board of Trustees (BOT). In addition, the report is presented to the BOT’s 
Academic Policy and Student Affairs before the entire board approves it. 
 
Sources used for data 
 
FIU commits that all persons shall have equal access to programs, facilities, admissions, 
academic programs, and employment without regard to personal characteristics not 
related to ability, performance, or qualifications as determined by university policy or 
by state or federal laws and regulations. The sources used for data are the Integrated 
Postsecondary Education Data System (IPEDS), the 2020 Affirmative Action plan, and 
relevant other institutional surveys and assessments. The Office of Analysis and 
Information Management (AIM) provided data and quantitative tables to illustrate the 
university’s status in enrollment, retention/graduation rates, and completions, 
faculty/staff comparisons. IPEDS contains data using public member institutions of the 
Association of American Universities (AAU) and is used to measure comparative 
national standards where appropriate. Protected classes defined by IPEDS are Resident 
Alien (and other eligible non-citizens) (and other eligible non-citizens) (NRA); Black (B); 
American Indian/Alaska Native (AI/AN); Asian (A); Hispanic; Hispanic or Latino (H); 
Native Hawaiian or Other Pacific Islander (NH/OPI); White (W); Two or More Races 
(≥2); and Race/ethnicity unknown (UNK). The following areas assisted with gathering 
information for this report:  Institutional Research, Academic Affairs, Student Affairs, 
Human Resources, Advancement of Women and Diversity, Division of Diversity, 
Equity, Inclusion, and Athletics. 
 
Summary of Institutional Progress 
 
Academic Programs 
FIU has experienced an increase in Bachelor’s, Master’s, Doctorate, and professional 
degrees awarded during the 2020-2021 Academic Year. There has also been an increase 
in enrollment of FTIC students at FIU. FIU will continue to augment these pathways for 
FTIC students in the upcoming year. FIU further affirms its commitment to community 
outreach and diverse recruitment initiatives to impact diversity outcomes in 
undergraduate student enrollment, retention, and graduation rates. 
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The number of doctoral degrees awarded to Black students increased by 2% from the 
previous year; however, that category remains underrepresented. There was a decrease 
in the number of doctoral degrees awarded to female students.  
 
Another area identified for improvement is gender equity in intercollegiate athletics, 
mainly with participation rates of males and females, compared to full-time 
undergraduate enrollment. Additionally, the availability of facilities, defined as locker 
rooms, practice, and competitive facilities, has been identified as an area for 
improvement.  
 
For employment representation, the Fall 2020 number of tenured female faculty remains 
the same as the previous Fall and increased by 6% for the non-tenure-earning or faculty 
in the non-tenure category. In accordance with the university’s Affirmation Action plan, 
FIU has made progress in its seven (7) job group goals for the previous year and has 
established 2020-2021 goals. Affirmative Action Program numerical placement goals 
have been established pursuant to 41 C.F.R. § 60-2.16 and § 741.45 and do not represent 
rigid and inflexible quotas, nor do they provide for preferential treatment on the basis 
of race, color, religion, sex, sexual orientation, gender identity, national origin, 
disability, or veteran status.  
 
Budget Plan 
 
In July 2020, the Division of DEI was created with a $1.4 million E&G budget allocation 
to ensure the institutional diversity, equity, and inclusion goals are intentionally set and 
met campus-wide. The $1.4M budget breakdown is as follows $1,057,502 for salaries, 
$61,259 for temporary employees, and for $300,337 expenses ($280,150 carry forward 
and $20,187 E&G). This budget helps to accomplish the university-wide diversity, 
equity, and inclusion goals. Individual department budget plans include specific 
strategies and a budget allocation that support diversity and inclusion among faculty, 
staff, and students. 
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A. REVIEW OF POLICIES AND PROCEDURES 
FIU has a deep commitment to diversity, equity, and inclusion.  Diversity is an integral 
part of our identity. The university is committed to the pursuit of excellence by being 
inclusive to individuals without regard to race, color, national origin, sex, religion, age, 
disability, gender, pregnancy, gender identity, gender expression, sexual orientation, 
marital status, familial status, or veteran status. Discrimination and harassment are 
forms of conduct that shall result in disciplinary or other action as provided by the 
university's regulations. It violates the FIU-105, 106, and 2501 regulations for any 
university community member to discriminate against or harass any member of the 
university community or applicant. In October 2020 and January 2021, FIU updated 
regulation FIU-105 to comply with new amendments to the regulations implementing 
Title IX of the Education Amendments of 1972 (Title IX). The regulations are: 

• FIU-105: Sexual Harassment (Title IX) and Sexual Misconduct  
• FIU-106 Nondiscrimination, Harassment, and Retaliation (Title VII)  
• FIU-2501 Student Conduct and Honor Code  

Examples of established university policies, procedures, practices, and programs that 
relate to equity are updated regularly, as evidenced by the university’s: 

• Equal Opportunity and Non-Discrimination Statement; 
• 1705.010 Recruitment & Selection Policy; 
• Annual Affirmative Action Plan; 
• Employee Code of Conduct; 
• Student Handbook & Orientation; 
• Search and Screen Committee training (faculty & staff); 
• Administrative Search and Screen Handbook; 
• Faculty Handbook; 
• Tenure and Promotion Manual; and 
• Title IX Statement. 

 

PART II.  Review of Policies and Procedures 
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B. DOCUMENTATION OF NON-DISCRIMINATION POLICY 
The policies and regulations are posted on our policies.fiu.edu and regulations.fiu.edu 
websites, respectively. Faculty, staff, students, and any interested person can access the 
non-discrimination and Title IX regulations and policies from every footer of every FIU 
webpage. Additionally, the offices of Civil Rights Compliance and Accessibility and 
DEI provide reoccurring training for students, faculty, and staff that informs them 
about these policies and regulations. These policies and regulations are communicated 
to employees, faculty, and students at their orientations. A copy of the policies and 
regulations has been included below.  
 
FIU-105: Sexual Harassment (Title IX) and Sexual Misconduct policy document 
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FIU-106 Nondiscrimination, Harassment, and Retaliation (Title VII) policy document 
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FIU-2501 Student Conduct and Honor Code policy document 
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University President’s EEO Policy Statement 
Florida International University 
EQUAL OPPORTUNITY POLICY STATEMENT 
 
Florida International University is firmly committed to Equal Employment Opportunity (EEO) and to compliance 
with all federal, state, and local laws that prohibit employment discrimination on the basis of age, race, color, gender, 
national origin, religion, disability, protected veteran status, pregnancy discrimination, and other protected 
classifications. This policy applies to all employment decisions including, but not limited to, recruiting, hiring, 
training, promotions, pay practices, benefits, disciplinary actions, and terminations. 
 
As a government contractor, Florida International University is also committed to taking affirmative action to hire 
and advance minorities and women as well as qualified individuals with disabilities and covered veterans. 
 
We invite employees who are disabled or protected veterans and who wish to be included under our Affirmative 
Action Program to self-identify as such with the EEO Coordinator. This self-identification is strictly voluntary and 
confidential and will not result in retaliation of any sort. 
 
Employees of and applicants to Florida International University will not be subject to harassment, intimidation, 
threats, coercion, or discrimination because they have engaged or may engage in filing a complaint, assisting in a 
review, investigation, or hearing or have otherwise sought to obtain their legal rights related to any federal, state, or 
local law regarding EEO for qualified individuals with disabilities or qualified protected veterans. 
 
As President of Florida International University, I am committed to the principles of affirmative action and equal 
employment opportunity. In order to ensure dissemination and implementation of equal employment opportunity 
and affirmative action throughout all levels of the University, I selected Emmanuele Bowles as the EEO Coordinator 
for Florida International University. One of the EEO Coordinator's duties is to establish and maintain an internal 
audit and reporting system to allow for effective measurement of the University's programs. 
 
In furtherance of Florida International University's policy regarding affirmative action and equal employment 
opportunity, Florida International University has developed a written Affirmative Action Program which sets forth 
the policies, practices, and procedures which the University is committed to applying in order to ensure that its 
policy of non-discrimination and affirmative action for qualified individuals with disabilities and qualified protected 
veterans is accomplished. This Affirmative Action Program for qualified individuals with disabilities and qualified 
protected veterans is available for inspection by any employee or applicant for employment upon request, during 
normal business hours in the Division of Diversity, Equity, and Inclusion office in Primera Casa (PC) 220. Any 
questions should be directed to me, your supervisor, or Emmanuele Bowles, EEO Coordinator. 
 
Kenneth Jessell 
Interim President 
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The committee considers the following applicant characteristics as it makes admissions 
decisions: 
 

1. Advanced coursework completed by the applicant 
2. The applicant’s community activism and volunteer work 
3. Stated goals for coming to FIU 

 
Please note that, in accordance with Florida BOG Regulation 6.002(2)(c), FIU’s Office of 
Admissions works closely with the Florida Board of Governors and Department of 
Education to review applicants through the Talented 20 Program. By guaranteeing 
students access to at least one of the Florida SUS institutions, Florida’s Talented Twenty 
Program encourages students to strive for better grades in high school and provides 
access to state universities.   
 
Top Ten Percent Pathway 
As highlighted in our Areas for Improvement from our 2019-2020 report, we included a 
top 10% pathway in our suite of admissions/success pathways.  Through this pathway, 
we currently admit students who graduate in the top 10% of their high school classes 
regardless of their standardized test scores.   We should begin to see the initial results of 
this effort by the end of the 2022-2023 cycle. 
 
AVID Recruitment 
We continue our efforts with the Advancement via Individual Determination (AVID) 
program.  This program supports schools as they serve fourth through twelfth-grade 
students.  Through this program, we collaborate with schools as they prepare for a four-
year college education.  AVID helps students by providing social and academic services 
as they maximize high school performance and achieve college degrees. We provide 
AVID students with specific recruiting experiences and materials upon request. During 
the pandemic, FIU participated in AVID virtual events and our continued participation 
in the College Education Experience program. 
 
College Board Access and Diversity Collaborative 
FIU continues to be a sponsor of the College Board Access and Diversity Collaborative 
(ADC). This program provides information and tools to higher education institutions as 
they implement policies and practices supporting educational access and diversity. FIU 
helps shape priorities and provides advice and direction regarding recruitment 
activities. We provide input to the policy and resources that guide the enrollment 
management community. Through our sponsorship of this program, we work closely 
with the EducationCounsel policy and law experts when dealing with diversity-related 
enrollment and admissions challenges, practices, and goals.  
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offices assist students at the State Colleges with transitioning to the university as they 
earn their AA or approved AS degree. 
High School to C4S Recruitment 
Programs at Hialeah-Miami Lakes, Hialeah Gardens, Mater Academy Charter, and 
Miami Lakes Educational  
 
Connect4Success 
The Connect4Success (C4S) transfer pathway received its highest national recognition 
as a finalist for the 2021 Examples of Excelencia by Excelencia in Education. The accolade 
demonstrates our access mission and highly focused work to effectively serve 
underserved students from the associate degree through baccalaureate completion. 
Moreover, C4S was profiled in 2021 What Works for Latino Students in Higher Education 
Compendium as a model for emerging nationwide programs seeking to evolve evidence-
based high-impact practices that leverage 2-4 partnerships and engender transfer 
student transfer success.  
 
In addition to recruitment efforts in local area high schools, we offered virtual events in 
regional high schools offering students integrated or theme-based curricula, Cambridge 
curricula, and/or innovative programming: Sheridan Technical High School, St. 
Thomas Aquinas High School, and Lake Worth Community High School, McArthur 
High School, Everglades High School, Hollywood Hills High School, and West Broward 
High School (Oct 2021). Additionally, we participated in an HBCU/HSI College Fair for 
Palm Beach County Schools (Jan 2021), TRIO College Fairs, and paid visits to 
participating high schools from the FIU Education Effect (May 2021). Lastly, we offered 
synchronous monthly virtual sessions titled “C4S From Beginning to End,” open to all 
students and families (Feb-Jun 2021).  
 
C4S Kickoff Events 
The C4S Kickoff, offered at Miami Dade College (MDC), Broward College (BC), and 
Palm Beach State College (PBSC), welcomes new students and their families to the 
program and offers comprehensive information about its benefits. While the Kickoff 
was traditionally provided in the summer and in-person, the pandemic required us to 
pivot and redesigned an engaging virtual program. We also moved the MDC and BC 
Kickoff from summer to early fall in response to the unique pandemic-related 
challenges students and their families faced transitioning from high school to college. 
Attendance in these virtual Kickoffs was comparable to the prior year, with over 400 
students from both partner colleges participating. The PBSC Kickoff, offered in the 
summer of 2020, experienced a 55% dip in attendance compared to the prior year. All 
sessions were recorded and emailed to C4S students at each partner college. 
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Analysis of Table 
One-year retention rates for full-time FTIC first-year students averaged 91% for Fall 
2020. The retention rate remained the same as the Fall 2020 cohort. Across the various 
racial and ethnic groups, the retention rate increased by at least 1% or stayed the same 
except for the White category, which decreased by 1%. The retention rates for female 
students increased by 2% and decreased by 2% for male students.  
 
Areas for Improvement & Action Plan- Retention 
FIU offers many first-year programs to introduce students to the college environment 
and communicate expectations. These programs have been instrumental in helping FIU 
achieve a 91% retention rate of our FTIC first-year students.  The programs, activities, 
and courses (listed below) were established to promote and support academic, 
intellectual, personal, and social growth. 
 
Center for Academic Success 
The Center for Academic Success is charged with supporting the retention and 
graduation of undergraduate students. The Center focuses on first-year students and 
those nearing graduation. The Center coordinates the creation and distribution of lists 
that academic advisors use to reach students facing academic risk or who are 
approaching graduation. The Center helps students with financial difficulties find 
resources to continue their enrollment, provides coaching, and mentors a cohort of at-
risk first-year students. 
 
First Year Experience Course (SLS 1501)  
SLS 1501 introduces students to the university and promotes as well as supports 
academic, intellectual, personal, and social growth and success.  
 
Exploratory Students  
Exploratory student pathways are designed to assist students through self-discovery to 
choose and plan for a major and a career path. FIU has established career-focused 
courses to help transition into a prospective career and assist in selecting a suitable 
major.  
The Common Reading Program  
This curriculum for all incoming first-year students affords incoming first-year students 
the opportunity of participating in a common curricular experience that creates 
community and a common ground for discussion. This is augmented through a series 
of presentations and lectures across the year.  
 
Peer Mentor Program  
The Peer Mentor Program is for students who want to be FIU student leaders by 
assisting a First Year Experience instructor throughout the length of the SLS 1501 
course. Peer mentors guide fellow peers throughout their first semester of college and 
are an excellent resource for students in and outside the classroom.  
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Areas for Improvement & Action Plan- Graduate Education 
The University Graduate School (UGS) at FIU primarily manages theses, dissertation 
guidelines, policies, and some funding and programming for research degrees. As such, 
these are areas we impact. In previous years we have identified recruitment and 
retention of Black and Hispanic doctoral students as a primary goal for our graduate 
programs, specifically STEM.  
 
Goals 
 

• Master’s Degrees: UGS will work closely with Enrollment Management and 
their recruitment team to sponsor events and visitations at regional and state 
colleges and universities to showcase FIU’s graduate programs. 

• Doctoral Degrees: To increase the proportion of research doctorates awarded to 
Black students by 1% each year so that by AY 2023-2024, Black students will 
represent 9% of research doctorates awarded. To increase the proportion of 
research doctorates awarded to Hispanic students by 1% each year so that by AY 
2023-2024, Hispanic students will represent 22% of research doctorates awarded.  

o UGS will continue to pursue our strategies to increase representation. This 
includes programming, fellowships, tuition waivers, and other 
contributions to academic programs for direct student funding and 
recruitment.  To achieve the established goals, UGS continues to focus on 
attracting a diverse pool of highly qualified applicants with the following 
initiatives and actions:  

o Requiring that part of the UGS recruitment funding allocated to the 
doctoral programs be targeted to recruit underrepresented minority 
students.  

o Funding Inclusion Fellowships to encourage promising students from 
underrepresented minorities or people with disabilities to pursue a Ph.D. 
Four fellowships were awarded in AY 2020-2021. 

o Specific recruitment at HBCUs for our federally sponsored training grants 
(NSF CREST, NIGMS T32, NSF FLGLSAMP BD). 

o Engagement with state and national programs to encourage the 
participation of underrepresented minority students in graduate 
education:  
 The Ronald E. McNair program is a Federal TRiO program 

designed to prepare students from low-income, first-generation, 
and traditionally under-represented groups for doctoral studies. 

 The National Consortium for Graduate Degrees for Minorities in 
Engineering and Science, Inc. (GEM). 
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 The National Name Exchange (NNE) is a consortium of fifty-five 
nationally known universities that collect and exchange the names 
of talented underrepresented ethnic minority undergraduate 
students to identify a pool of qualified students who could be 
recruited to the graduate programs. 

 The McKnight Fellows, Black, and Hispanic doctoral students 
receive a $12k stipend from the Florida Education Fund (FEF) and a 
$12,000 enhancement and medical insurance supplement from 
UGS.   

 NSF FLAGEP, an alliance of Florida institutions (FIU, USF, FAMU, 
FMU, BC), supports women of color in the late stages of their 
doctoral degrees for retention and progression in academia. 

 Through UGS, FIU created a new institutional chapter of the 
Bouchet Graduate Honor Society (BGHS) based at Yale University. 
This initiative develops a network of scholars devoted to 
promoting leadership, diversity, and excellence in doctoral 
education and the professoriate. Becoming an institutional partner 
reflects FIU’s accomplishments in producing and preparing Ph.D. 
recipients from underrepresented groups for faculty positions in 
the academy and will aid in the retention of these students.  

 

 

DEI Institutional Goals for Graduate Education 
With the establishment of the Division of DEI, institutional goals were established that 
would work towards fostering a culture of belonging and eliminating disparities within 
the FIU community among underrepresented groups have been identified. One of the 
campus-wide DEI goals was established to focus on representation to recruit, retain, and 
develop a diverse community at FIU with tactics and strategies targeting 
underrepresented graduate students.  
 
The university is researching and identifying barriers that impact the recruitment, 
retention, and graduation of historically underrepresented minorities – initially, with a 
focus on graduate students toward increasing the production of doctoral to the 
professoriate.  Toward their retention, the focus has been on these areas: 

• advising (academic, financial, and mental health)  
• interaction with faculty and administrators  
• and curriculum. 
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First Professional Degrees represents degrees awarded through the College of Law (JD), 
the Herbert Wertheim of College of Medicine (MD), and the Nicole Wertheim College 
Nursing and Health Sciences (DNP, DPT, DAT). The number of degrees awarded in this 
category for AY 2020-2021 was 397, an increase of 32 (8.76%) degrees over AY 2019-
2020.     
 
There was an increase in total degrees awarded to Resident Alien students between AY 
2019-2020 and AY 2020-2021, from two degrees to six. Female students received 62.22% 
of these degrees, and males received 37.78%. Hispanic students were the largest group 
(45.08%) of degree recipients. White students represented the second largest group, 
with 29.72% of degree recipients.  Asian students represented 9.82%, and Black students 
represented 10.83%, an increase for both these categories compared to the previous 
year. One degree was awarded to the American Indian/Alaska Natives group and the 
Native Hawaiians/Other Pacific Islander groups.   
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B. STUDENT SERVICES 
 

1. Academic Advising  

FIU students have equal access to utilize academic advising services. The university is 
particularly committed to providing equitable advising services to undergraduate 
students. Our advising department employs a diverse staff of over 125 professional 
academic advisors who can serve as guides and mentors for the university’s diverse 
student population. All undergraduate students have access to an online advising 
platform (the Panther Success Network) that enables them to connect with an advisor 
and make advising appointments. Each student is assigned to a professional academic 
advisor from their academic department who guides their progress toward earning a 
degree. Graduate students are assigned to and work with faculty members from their 
respective disciplines. All students also have access to an online degree audit and other 
advising tools that provide information on degree requirements and track their 
progress toward completing their degree. Students and the university community can 
go to advising.fiu.edu to find more information about academic advising services.     

  
Advising Services  
During Spring 2020, the university and other institutions faced an unprecedented 
challenge related to the outbreak of the COVID-19 virus. All courses and services were 
moved to a remote/virtual format, including all advising appointments. Fortunately, 
the Panther Success Network advising system was already equipped to handle 
online/virtual appointments (since they also advise students enrolled in fully online 
programs), so the transition occurred quickly and relatively seamlessly.   
  
The university resumed normal, in-person operations in the Summer of 2021; however, 
students benefited from the flexibility of online advising appointments, so students now 
have the option of choosing in-person or online advising appointments. In survey 
responses, students have indicated that they appreciate this flexibility.   
  
From January 1, 2021, to December 31, 2021, there were 83,120 unique undergraduate 
advising appointments across all schools and colleges. This included 71,842 scheduled 
appointments and 11,278 drop-in appointments.  Fall 2020 – Fall 2021 re-enrollment 
data indicates that students who attended an advising session during the academic year 
had overall higher retention/graduation rates than those who did not participate in 
advising.  The tables below provide data on retention rates broken down by race and 
ethnicity.   
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Incoming students must complete the Virtual Orientation (VO), then register for the in-
person orientation session.  During the in-person orientation, students are provided 
information in a general session about academic and student affairs, student financials, 
student conduct, and academic integrity. Afterward, students are divided into smaller 
groups based on major after the general sessions. Each group receives an advising 
presentation specific to their program, followed by individual meetings with an 
academic advisor to discuss degree requirements and course selection in more detail.    

  
Retention and Graduation Support/Student Success Outreach Initiatives   
During the 2020-2021 academic year, the academic advising community actively 
participated in several outreach campaigns designed to support student success and 
assist students with making positive progress toward their degrees.  These included 
advising appointment campaigns to the 2020 FTIC students (September-November and 
February-May) to encourage Spring and Summer/Fall enrollment and advising 
appointment campaigns to students approaching 90 credit hours to assist in mapping 
out the final semesters to graduation.    
  
Beginning Summer 2019, the university implemented a cohort tracking project. Each 
semester, the colleges are provided an updated analysis of their FTIC students, focusing 
on those students who are approaching or completing their fourth year. Each student’s 
progress was tracked through indicators such as credits earned and in progress, GPA, 
remaining courses needed and their availability, future enrollment, financial concern, 
etc.  Throughout the year, the advisors were asked to review each student in the 2016 
FTIC cohort and indicate whether they were “on track” for four-year graduation. They 
worked with the students if/when any actions were needed to keep them on track for 
on-time graduation. Centrally, we supported the advisor’s efforts in advocating for the 
students and removing barriers to their success.  This project has led to more targeted 
outreach and intervention and has ultimately contributed to an increase in four-year 
graduation. Beginning in Summer 2021, the project shifted focus to the 2018 FTIC 
cohort. In 2021, the cohort tracking process was expanded to include the Florida AA 
transfers as part of the review, and advisors indicated whether they were “on track” for 
two-year graduation.   
  
The Student Success Advocate and two Student Success Specialists continue to assist 
with supporting the colleges in their student success efforts. The Student Success 
Advocate identifies targeted populations of students for retention and/or graduation-
related outreach. The Student Success Specialists reach out to the students, document 
any barriers the students are facing, and work closely with the Student Success 
Advocate to resolve pending barriers to success. Centrally we collaborate with the 
colleges and advisors on their findings.   
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Academic Advisor Professional Development  
FIU is committed to training and developing our academic advisors so that they can 
provide the best service to each student they encounter. Every advisor receives initial 
training from the central advising unit (now housed in the Division of Academic and 
Student Affairs). The initial onboarding training includes an introduction to academic 
policies and procedures, the role of an academic advisor, training on how to use the 
technology tools utilized during advising sessions, as well as an overview of the 
different schools and colleges at the university.  Beyond new advisor onboarding, 
academic advisors are expected to engage and participate in professional development 
throughout the year. Some training for academic advisors during the 2020-2021 year 
included Safe Zone, Green Zone, Who Are Our Students, Disability Resources, and 
various brown bag lunches (veterans, LGBTQA, gender pronouns, students in recovery, 
etc.). 
 
Additionally, the College of Arts, Sciences, and Education (the largest college) began a 
4-part learning series offered by the Division of DEI for their academic advisors to 
understand better our diverse student population and their needs. The series is 
structured as follows: Part I: Level Setting, a Mindset of Diversity, Equity & Inclusion; 
Part 2: Understanding our biases and the diversity of our FIU students; Part 3: 
LGBTQIA+ Inclusion & Mental Health Matters; Part 4: Understanding Dis/Abilities & 
Accessibility. This series will be hosted centrally for all academic advisors during the 
next academic year.   
  
All academic advisors meet once a semester to discuss internal updates. In the Fall, 
there is a half-day Advisors’ Forum, and in the Spring, a full-day Advisors’ Conference. 
At the conference, there is a keynote speaker in the morning and breakout sessions in 
the afternoon, led by advisors and other university staff. Advisors from the local state 
colleges are invited to attend and present at the conference. Due to ongoing issues with 
the pandemic, the conference was conducted virtually, so advisors from several other 
state universities were also invited to participate.  
  
A new advisor professional development program, Advisor DRIVE (Directed 
Reflection, Intention, Vision, and Excellence), is being created and will include 
workshops, speakers, and a mentorship component with university leaders. This 
program will be geared toward advisors interested in growing within the field of 
Academic Advising and Higher Education at FIU.  
 
Self-Assessment: Excellence in Academic Advising   
In Spring 2020, an academic advising survey was sent electronically to all active 
undergraduates. The academic advising surveys were designed to elicit feedback from 
key student stakeholders. They were directly related to the key performance indicators 
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within the nine Conditions of Excellence in Academic Advising. The Academic 
Advising team received 2,151 responses from students. FIU’s Office of Analysis and 
Information Management (AIM) division conducted an in-depth qualitative results 
analysis of the student survey. Results were shared at the Fall Advisors’ Forum, and 
individual college reports were shared with the advising leads in each college.  
  
Advising Organizational Structure and Personnel  
FIU utilizes a decentralized advising system for all undergraduate students that relies 
on a team of professional academic advisors and receives support and coordination 
from a centralized team of administrators and technological support. As previously 
mentioned, graduate students receive their advising and academic support from the 
faculty mentors and administrative staff of their respective academic departments.   
  
As part of the decentralized advising system, FIU relies on over 125 professional 
academic advisors who report directly to academic administrators who oversee the 
advising initiatives for each of the respective academic colleges/schools. Those 
academic administrators participate in a university-wide policy group called the 
Council for Undergraduate Academic Advising that meets monthly to discuss academic 
policies and procedures. They also participate in an ad hoc group of “advising leads” 
who meet regularly with the central administration to discuss issues and concerns 
related to academic advising. Through these efforts, the university ensures that students 
in each academic unit receive comparable advising support and that academic policies 
are applied equitably across academic units.    
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2. Admission to Academic Programs  

FIU Office of Admissions engages in student recruitment in and out of Florida. The staff 
use data mining tools from the CollegeBoard and Hobsons to determine which high 
schools to visit and college fairs to attend. FIU staff goals are based on the university's 
strategic plan, the Board of Governor's metrics, and the mission of FIU. Out-of-state 
recruitment is limited to Los Angeles, Houston, Atlanta, Washington DC, and Illinois 
urban areas. In-state recruitment is focused on South Florida, Hillsborough County, 
Orange County, Duval County, and larger cities.  
 
Golden Promise 
FIU implemented the Golden Promise in 2018, a commitment to entering FTIC with an 
Expected Family Contribution of $0. The university will meet 100% of its tuition and 
fees with grants and scholarship aid. This program helps reduce the loans these 
students will have to secure (if any). Students with the Golden Promise can stack this 
award with funds from Raise.Me or Florida Bright Futures, therefore, meeting books 
and supplies needs as well. Approximately 1/3 of the incoming first-year class receives 
the Golden Promise.  
 
Outreach and Partnerships 
 
Strive/I’m First 
FIU is a partner with Strive for College, and I’m First! Strive connects students having 
financial needs with free, one-to-one mentoring to help them navigate the college and 
financial aid application process. Students in college can be matched with a mentor for 
support to help them graduate and prepare for career opportunities. The Strive 
program is entirely virtual, with mentors and students connecting through their online 
platform. FIU incorporates the I’m First resources into First Generation Student Day 
and is represented in the Partner book of colleges and on the website.  
 
Title I School Recruitment  
Title I Schools provide students in economically disadvantaged districts and 
neighborhoods with the technology, supplies, educational support, and activities that 
enhance student achievement. Title I school districts has a disproportionally large 
population of students who receive free or reduced-price lunches. According to the US 
Department of Education, the Title I program serves more than 26 million students; 
high school students comprise 19%.  
 
FIU engages in a proactive communication plan that targets students from Title I 
schools.  This plan includes email campaigns concerning scholarship programs such as 
The Dream.US, Hispanic Scholars Fund, and university initiatives. As an integral part 
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• Single-parent household (47%) 
• Primary language other than English (50%) 
 
Since 2019, FIU has continued to work with Breakthrough Miami to facilitate College 
Bootcamp, College Tour, Sessions with College Admissions Officers, and Financial Aid 
sessions.   Through CARTA’s Miami Beach Urban Studios, FIU sponsors the art and 
design summer camp for low-income high school students interested in art, design, and 
entrepreneurship. 
 
Infinite Scholars 
The Infinite Scholars program is a non-profit organization founded by Thomas Ousley, 
a former teacher in Missouri. Ousley founded the program to ensure that financially 
disadvantaged students could receive the funding needed to attend college and 
succeed. FIU is one of 450 partner institutions that support the Infinite Scholars 
program. More than 80% of participants of this program go on to college.  
 
TRIO Programs 
The Federal TRIO Programs (TRIO) identify and provide services for individuals from 
disadvantaged backgrounds. TRIO includes eight programs that serve and assist low-
income individuals, first-generation college students, and individuals with disabilities 
to progress through the academic pipeline from middle school to postbaccalaureate 
programs. TRIO also includes a training program for directors and staff of TRIO 
projects.  FIU participates in many of the TRIO program’s initiatives, including 
application workshops, FAFSA programs, and hosting the students on campus for 
“Panther for a Day” type events. In this timeframe, the FIU Office of Admissions went 
to PBSC Lake Worth to participate in three days of college planning events.  
 
Upward Bound 
The Upward Bound program supports participants as they prepare for standardized 
tests and complete college applications. Students in the program are from low-income 
families who are the first in their families to go to college. Upward Bound participation 
increases the likelihood of participants going to college and enhances their college 
completion rates by providing additional support and success strategies such as 
mentorships, counseling, and enrichment activities.  The FIU Office of Admissions 
provides campus tours, information sessions, and college planning workshops via 
Upward Bound on both the BBC and MMC locations. 
  
Other Efforts 
FIU’s Office of Admissions is a prominent fixture in community-based organization 
events. The office hosted free college application, financial aid, and college search 
workshops for students who are a part of Breakthrough Miami, I Have a Dream, and 
5000 Role Models, Inc. They have also actively participated in college fairs in the 
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community through the Seminole Tribe of Florida, 100 Black Men of Jacksonville, and 
the Black Brown College Bound Summit.  
 
The office also supports the community by engaging with students at events such as the 
Honey Shine, Inc. Hats Off Luncheon. Enrollment Management and Services, in 
partnership with the Office of Admissions, also hosts Miami-Dade County Public 
Schools Counselors at the FIU MLK Annual Breakfast. The school counselors in 
attendance feel like it allows them better to understand the faculty, staff, and students. 
It also helps them to understand FIU’s commitment to diversity. School counselors 
know that FIU doesn’t solely use “access” as a mission statement but lives “in access” 
by providing opportunities to a variety of students regardless of their race or ethnicity.     
 
FIU Office of Admission staff members have presented participation and presentations 
regarding diversity, equity, and access at the following professional organization 
national conferences: National Association for College Admission Counseling’s Guiding 
the Way to Inclusion; College Board’s A Dream Deferred. The office also participates in 
the “Black Professionals Summit” graduate program, which assists in educating Black 
and African American professionals about the benefits of post-baccalaureate education.  
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sound therapy, massage therapy, and acupuncture continued to be 
student favorites.   
o As part of a National Institutes of Health (NIH) grant in 
conjunction with the MARC U*STAR program, HLP health educators 
developed and implemented the “Prepping Panthers for Healthy Living” 
workshop series. The series featured 14 workshops throughout the Fall 
and Spring terms addressing various wellness topics, including stress, 
resilience, and financial wellness.  
o HLP continues to monitor the student experience after the 
provision of services.  Below are relevant questions and recommendations 
from the HLP survey:  

 The provider was welcoming. At HLP, 100% strongly agreed 
with this statement, up from 95% in 2019-20.  
 The provider valued me as a patient. At HLP, 100% strongly 
agreed with this statement, up from 93% in 2019-20.  
 I felt comfortable and safe in the building.  99% agreed with 
this statement, up from 89.19%  

  
• CAPS  

o CAPS quickly adjusted to remote services and continued to add 
and improve our service options and procedures throughout the year. 
Despite the adjustment to remote operations, services remained available 
since the first week the university went remote.   
o CAPS also created multiple student forums and support spaces to 
help students struggling due to the pandemic (including student 
caregivers) and those struggling to understand and/or cope with the 
issues surrounding racial tensions and social justice in our society.   
o We received requests from multiple departments (e.g., Higher Ed 
program, school counseling program, VMA, Residential Life, FIU Theater) 
to provide presentations and forums about racial equity, coping strategies 
for the unique stressors from COVID, and addressing the unique needs of 
our student veterans.  
o CAPS and the Division of DEI are working in tandem to align 
policies, procedures, and general workplace culture with racial equity and 
justice values. This collaboration is yielding an equity and inclusion 
campus-wide initiative (Brave Spaces) to enhance these values further, 
with both units engaged in an agreement with Association for university 
and College Counseling Center Outreach (AUCCCO) consultants. 
Unfortunately, due to the pandemic, the training and workshops were 
postponed and took place will take place in Fall 2021.   
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4. Club and Intramural Athletics1  

The FIU Intramural Sports program (IM), through the commitment of the Division of 
Student Affairs Department of Recreation Services, fosters student development in 
important life skills such as leadership, competitiveness, teamwork, and sportsmanship. 
In support of the mission of the university and the Division of Student Affairs, 
Recreation Services promotes active, healthy lifestyles for FIU's vibrant and diverse 
community through quality participation opportunities, educational experiences, and 
support services. Through intramurals, students of all backgrounds are encouraged to 
practice a balanced lifestyle while developing habits that positively impact their 
physical health and fitness. Students can find more information about the intramural 
sports program on the Wellness and Recreation Center webpage.  
  
Club and Intramural Athletics Services  
Due to the unprecedented challenges brought on by COVID-19, in March, all courses 
and services were moved to a remote/virtual format to comply with Executive Orders 
designed to keep the community safe and help reduce the spread of the virus.  
  
From an IM perspective, this change drastically impacted our programming schedule to 
ensure we could safely offer programming. All programming for Intramurals between 
March 2020 to October 2020 was virtual, and all Sport Club activities were canceled 
during this time. In Fall 2020, we received approval to return to modified in-person 
programming. Spring 2021 was a gradual return to pre-pandemic programming. 
Despite these barriers, efforts to increase students who identify as female were 
implemented in both virtual and in-person programming during the 2020-2021 
academic year. IM implemented specific marketing to target previous female and co-rec 
participants to fill open and co-rec leagues. 
 
Due to the unprecedented challenges of COVID-19, all IM sports offerings between 
Summer 2020 through Fall 2020 were leagues and divisions classified as Open - leagues 
where the gender composition of teams is not a factor for play. Additionally, IM 
adjusted our sports offered based on previous feedback from participants in women’s 
leagues so that the days and times that sports were offered were modified to 
accommodate more women. For future efforts to continue increasing female 
participation, there will be benchmarking on Intramural Sports and Sport Clubs 
programs to develop assessment tools that fall within NIRSA industry standards. 
Finally, more Open leagues will be offered to reduce barriers to female participation.   
  
The decision to offer all sports as “Open” resulted in substantial cuts to single-gender 
programming. Drastic decreases were experienced in the number of teams, unique 
participants, total participants, participations, and the number of active Sport Club 

 
1 Report on Sex Equity only.  
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our Black and African American applicants have standardized test scores that meet our 
“merit” scholarship criteria than other populations.   
 
We are working to rectify the imbalance through our top 10% pathway, via which we 
will provide FTIC applicants with access to our summer and fall admission terms with 
minimal consideration of standardized test scores.  Although we will require all 
applicants to submit SAT or ACT scores, we will provide the top 10% of applicants with 
admissions decisions and qualify them for merit scholarship awards without 
considering standardized test scores.  We believe that this effort will yield noticeable 
improvements by the end of the 2022-2023 academic year. 
 
The Office of Scholarships and the Division of Equity and Inclusion work 
collaboratively to address gaps between our goals for supporting underrepresented 
groups with scholarship funding and our current state.  To date, this collaboration 
yielded FIU’s inaugural Juneteenth Scholarship Pageant.  Under El pagnier Hudson’s 
leadership, we will engage in partnerships to develop funding levels sufficiently to 
“move the needle” in our efforts to achieve equity and inclusion goals. We will also 
continue to review scholarship application processes to remove application barriers.  
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6. Housing 
The Department of Housing and Residential Life at FIU offers residential students a 
vibrant and diverse living and learning experience. Students can find more information 
about Housing and Residential life at housing.fiu.edu.  Its diversity statement is as 
follows:    

The diversity of our residential community takes many forms. It includes differences 
related to race, ethnicity, national origin, gender, socioeconomic status, sexual 
orientation, religion, age, and ability. We believe that any form of discrimination against 
any individual or group is a threat to the welfare of the entire community. We are guided 
by the belief that celebrating diversity enriches and empowers the lives of all people. 
Therefore, everyone who chooses to live in or visit our residential communities must 
understand that we will not tolerate any form of bigotry, harassment, intimidation, 
threat, or abuse, whether verbal or written, physical or psychological, direct or implied. 
Our residential communities are rich, alive, and dynamic environments that are designed 
to enable all individuals to develop and grow to their full potential. All members of the 
community are encouraged to live by these principles so that we can foster a successful 
learning environment.   
 

The department is dedicated to recruiting, hiring, selecting, promoting, and retaining a 
competent and diverse team that reflects the FIU and Miami community's cultural and 
personal diversity.    
   
This report contains information regarding housing assignment information, residents, 
and an overview of departmental diversity initiatives and programs. The population we 
served and initiatives implemented were curtailed severely during the 2020-2021 year 
due to COVID-19.  
   
Housing Assignments Information and Demographics    
Room assignments are made without regard to race, creed, color, sex, religion, national 
origin, age, disability, veterans’ or marital status, sexual orientation, gender identity, 
gender expression, or any other protected group. FIU Housing makes the following 
provisions with regards to room assignments: students are assigned to spaces by gender 
unless they have selected gender-inclusive housing. 
   
The department works closely with the Disability Resource Center (DRC) on 
accommodations for students living in on-campus housing.  It also partners with the 
Fostering Panther Pride program to ensure FIU students classified as homeless or from 
foster homes have a place to live on-campus while completing their studies.    
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• Social Media Campaign around Social Justice Issue- a social topic was presented 
on social media each month to engage residents, through polls and hashtags.  

• Woke Desk Engagement- to provide our residential population with an 
opportunity to share their ideas and thoughts about a relevant prompt related to 
a social justice issue.  

• Black History month engagement– an opportunity for residents to understand 
Black history in the categories of Honoring Black History, Black Excellence, Call to 
Action and Advocacy, Celebration of Black Culture, and Community and Support. 

• Vigil for Atlanta and Victims of Anti-Asian Violence- created awareness around 
violence toward Asian-Americans and allowed students to show support for the 
Asian American community.  

  
Residential Curriculum 
The Department of Housing and Residential Life recognizes diversity's essential role in 
fostering a welcoming and inclusive campus. To this end, it intentionally develops 
communities where all members can integrate key academic, social, and recreational 
experiences that inform their diverse being.     
 
During the 2020-2021 academic year, FIU Housing and Residential Life continued using 
a curricular approach across all residential communities.  As defined in the learning 
goals below, diversity and equity were embedded in each goal.    
 
Educational Priority    
As a result, of living on-campus students will be leaders serving the local and global 
communities.    
 
Learning Goals 

• Personal Development- Residents will engage in self-discovery by exploring 
their identities, values, and purpose.    

• Community- Residents will understand and appreciate living in a multi-cultural 
area where they will grow and communicate across differences and work 
towards respect amongst each other.    

• Social Justice- Residents will become aware of themselves by engaging in social 
discourse to create inclusive communities, advocate for equity, and immerse 
themselves in other cultures and belief systems.    

• Global Responsibility- Residents will participate in a learning environment, 
reflecting on the challenges in all communities, gaining skills to advocate for 
others, and engaging globally.    

 
Strategies  
Residential Life staff was charged with implementing various strategies to meet 
learning outcomes associated with the above goals.  Student employees engaged in 
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structured international interactions to engage students around select scaffolded and 
sequenced topics around diversity as described below:    

• Personal Development– individual identities and intersectionality    
• Community– community identifies and multi-culturalism    
• Social Justice– inclusivity and equity around diversity    
• Global Responsibility– advocacy around diversity    

 
Self-Assessment: Housing Assessment of Diversity Initiatives   
Housing and Residential Life uses the Skyfactor Resident Satisfaction Survey to assess if 
students have meaningful, diverse interactions while living on campus.  The current 
score for the category of diverse interactions is a mean score of 5.41 compared to 5.29 
the previous year.   The goal is to have a mean score of 5.5 or above.   This is based on 
the following three (3) survey questions:   
   

• To what degree has your on-campus housing experience helped you: Interact 
with residents who are different from you (i.e., race, gender, beliefs).   

o We achieved a mean score of 5.61 compared to 5.42 in the previous year.   
• To what degree has your on-campus housing experience helped you: 

Understand other residents by putting yourself in their place.  
o We achieved a mean score of 5.27 compared to 5.16 in the previous year.   

• To what degree has your on-campus housing experience helped you: Benefit 
from the interactions with residents who are different from you.  

o We achieved a mean score of 5.38 compared to 5.30 in the previous year.   
   
The assessment goal for the 2021-2022 report year is to achieve a 5.5 or above for each of 
these three questions. We will continue to use this action plan to achieve this:   

• Prioritizing inclusivity and equity around diversity in our residential 
curriculum;   

• Creating programs and activities to raise awareness around issues of inclusivity 
and equity;   

• A commitment to talking directly with students from marginalized populations 
about their experiences on campus and in the dorms and using the information 
to create more inclusive environments; and   

• Addressing behaviors around bias, hate, or intolerance promptly.   
 
Areas of Improvement and Action Plan 

•  Create opportunities that allow students to understand other residents’ lived 
experiences.   

• Create an environment that helps students benefit from interactions with other 
residents who have different lived experiences.   
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Performance Evaluation Process  
Finally, the Career Ready program aims to provide student employees with 
performance feedback, provide structured feedback that is helpful for building job 
skills, and prepare student employees for future careers, including performance 
evaluation. The Talent Acquisition and Management team developed the Student 
Employee Performance Excellence Process (Student PEP) using PantherSoft HR. The 
tool and process were piloted in previous academic years with favorable responses and 
interest from both student employees and the supervisors of students. Due to resource 
constraints, the full implementation of the Student PEP was postponed lessening the 
impact of a new process during the continuing challenges of adaptation to changes.     
 
Areas of Improvement and Action Plan 
During the 2020-2021 time period, the team found an opportunity to adapt manager 
training for use by students serving in leadership roles. The population of students 
supervising other students was greater than previously known. This new observation 
uncovered an opportunity to develop introductory supervision training. The Student 
PEP will launch by Fall 2023. Student employees with supervisor training could provide 
a competitive advantage for graduates entering the job market. While the Student PEP 
instrument was developed and successfully piloted, the full launch remains to be 
scheduled to provide student employees with performance feedback that is meaningful 
and job-related. The Student PEP will launch by Summer 2023.  
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8. Educational and Work Environment 
On June 12, 2020, as communities across the nation spoke out against racial injustice 
and inequality, the Equity Action Initiative (EAI) was commissioned by university 
leadership. The EAI was a call to action to help improve the climate for and reality of 
equality, dignity, inclusion, and belonging. The university renewed its commitment to 
play a key role in social justice and equal opportunity.  A core advisory group was 
tasked to review options and initiatives that could help FIU reform and improve the 
approach to our work. They worked collaboratively and consulted widely - inside and 
outside of FIU - on specific initiatives to help reduce and eliminate disparities and 
inequities in our work environment. This group solicited advice, suggestions, position 
papers, data analysis, and evidence to include in their recommendations. They 
examined, considered, and presented initiatives focused on our community, our police, 
access to higher education, and FIU. 
 
FIU values diversity, equity, and inclusion as integral to its mission as a student-
centered public research university firmly focused on learning, research, 
entrepreneurship, innovation, and creativity so that its graduates are prepared to 
succeed in a global market. FIU strives to ensure that a diversity of cultures, races and 
ethnicities, genders, political and religious beliefs, physical and learning differences, 
sexual orientations, and identities are thriving on our campus and within our 
community. 
 
Diversity enriches the university community and is a driving force instrumental to 
institutional success. FIU recognizes its responsibility to foster an open, welcoming, and 
inclusive environment of belonging. Students, faculty, staff, alums, and our community 
of all backgrounds should be able to learn and work collaboratively. FIU has a deep 
commitment to diversity, equity, and inclusion. It is committed to ensuring faculty and 
staff reflect the diversity of the local community and the student body. FIU commits to 
engaging in an ongoing and thoughtful dialogue about the changing realities of our 
increasingly interconnected world. FIU will continually strive to work with its 
constituencies to address future challenges and opportunities in a way that removes 
barriers to success and promotes a culture of inclusivity, compassion, and mutual 
respect within the classroom, workplace, and all aspects of life. As part of the 
institutional diversity, equity, and inclusion goals, the following goal has been 
established with tactics and strategies for making campus-wide improvements to FIU’s 
educational and work environment: 
 
Institutional Learning 
Cultivate an inclusive and equitable campus climate, culture, and community (Inclusive 
Excellence Training). 
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Tactics 

• Create a comprehensive institution-wide learning plan for the FIU community 
tailored and designed to focus on unconscious bias and cultural competence 
across the diversity spectrum (race, gender, ‘differentiability,’ sexual orientation, 
religion, etc.)  

• Incorporate symposia, lectures, book clubs, movie screenings, and focus groups 
are all designed to increase cultural competency and strengthen a sense of 
belonging across the enterprise. 

• Create DEI micro-badges/Micro-Credentials in support of continued learning 
and development of DEI competencies. 

 
Actions 

• Launched three reading groups per year beginning Spring 2021. 
• Released Management Learning Series in Summer 2021.  
• Establish 2 Micro-Credentials by Fall 2023.  
• Launch DEI Certification Program by Summer 2023. 
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9. Personnel 
Each area reviewed in the student services section included personnel in their review of 
student services. Through the annual FIU Service and Recognition Awards, 
distinguished faculty, staff, and administrators are honored and recognized for their 
outstanding achievements and years of service. The President’s Access and Equity 
Award is presented to individuals who demonstrate a commitment to the spirit of 
diversity through participation in extracurricular activities and/or formal or informal 
initiatives at the institutional, community, state, regional, or national level, shown 
leadership through positive interaction among persons of different cultural 
backgrounds, and behavior which illustrates a commitment to inclusion of persons 
within the institution who are members of traditionally underrepresented groups. The 
2020 recipient was Dr. Carleen Vincent, Associate Teaching Professor, Senior Instructor 
and Associate Chair of the Departmental of Criminal Justice, School of International and 
Public Affairs.  
 
In addition to this review, as part of the institutional diversity, equity, and inclusion 
goal, the two following goals have been established university-wide with tactics and 
strategies for making improvements that will improve student services: 
 
Policy, Practice, Performance Measures 
Improve systems, policies, and procedures to facilitate diversity, inclusion, 
transparency, and accountability. 
 
To achieve institutional learning, we will implement a university-wide system of 
tracking, assessment, and annual reporting regarding the completion of inclusive 
excellence training.  We will support the establishment as well as measure the 
effectiveness of affinity groups toward an inclusive campus climate.  
 
Tactics 

• Identify and assign DEI Advocates in units across the enterprise by Spring 2023.  
• Introduce diversity, equity, and inclusion competency in the performance 

evaluation process for managers by Fall 2023.  
• Incorporate professional development with recommended training noted on 

DEI.FIU.EDU website Fall 2022.  
• Review hiring practices and policies to identify barriers to hiring and promoting 

underrepresented minorities by Fall 2023.  
• Review retention policies and practices to identify systems with the potential to 

disadvantage underrepresented minorities in terminations and attrition, 
including but not limited to the performance evaluation process by Spring 2023.  

• Create and deliver DEI Micro-Credentialing, accessible to faculty, staff, and 
students by Fall 2023.  
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Representation 
Recruit, Retain, and develop a Diverse Community 
 
Priority: Administrators (Administrator Level 3 and above) 
To achieve this, we are researching and identifying barriers that impact the recruitment, 
promotion, and retention of underrepresented minority administrators toward 
increasing the acceleration of opportunities among the underrepresented minority 
leaders in the FIU population.   
Toward their retention, we are focusing on the areas of: 

• belonging (inclusive of mental health)  
• affinity 
• and rewards and recognition. 

 
Anticipated Outcomes 

• Identify barriers that impact the mobility of qualified underrepresented minority 
administrators as noted by the FIU affirmative action plan.  

• Create action plans to remedy and remove identified barriers to increased 
acceleration opportunities. 

• Create a report identifying recommendations for restructuring efforts to remove 
barriers noted effectively. 

Tactics 
• Restore certification of interview pools by Fall 2023. 
• Establish search committee participation in completing STRIDE training for 

administrators by Fall 2023. 
• Ensure Diversity Advocates are participants in search committees by Fall 2022. 
• Create platforms to engage in listening sessions with underrepresented minority 

employees by Fall 2022.  
• Support the creation of relevant affinity groups in Fall 2021.  
• Create ‘belonging’ climate surveys and report findings and recommendations by 

Fall 2022. 
• Conduct qualitative and quantitative analysis of our current recruitment, 

promotion, and retention processes by Fall 2023. 
• Conduct listening sessions with underrepresented minority employees to 

understand their roles and challenges in promotional opportunities and their 
retention in current/existing opportunities by Fall 2024. 

• Establish voluntary mentoring programs connecting administrators with 
mentors from dominant groups and underrepresented minority groups who will 
advocate for participating underrepresented administrators by Fall 2024. 
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3. Availability 
of facilities, 
defined as 
locker room, 
practice, and 
competitive 
facilities 

The department continues with the plans on an 
ongoing basis to improve facilities for our student-
athletes in softball. The Ocean Bank Convocation 
Center provides locker room facilities for women's 
and men's basketball (identical), women's and men's 
soccer (identical), volleyball, beach volleyball, and 
women's track & field. MOBIO Architecture was 
hired and created a concept design plan for the 
enhancements to the softball facility. In addition to 
the softball building (completed in January 2019), an 
architect has been retained to design an expansion of 
the softball dugouts and provides direct access from 
their locker room building. In 2022, padding for the 
outfield wall was purchased for the softball facility to 
match the baseball padding. Overall, all programs 
have the availability of practice and competition 
facilities. 

√ 

4. Scholarship 
offerings for 
athletes 

FIU provides the maximum NCAA permissible 
scholarships for each of our women's sports. 
Equitable. 

 

5. Funds 
allocated for: 

 

a) the athletic 
program as a 
whole 

Funds allocated for women's sports are comparable 
to that of their male counterparts. Both are provided 
with the necessary resources to compete in 
Conference USA and nationally. Equitable. 

 

b) 
administration 

Funds allocated for administrators continue to be 
comparable and without regard to gender. Equitable. 

 

c) travel and 
per diem 
allowances 

Travel allocations are provided equitably. Per diem is 
allocated as per the Florida Statutes. Our travel policy 
determines travel mode and method, but generally 
outside the state, regardless of the sports program, is 
by the commercial airline (except football due to the 
number of participants). Travel within the state is 
usually by bus or, on occasion, by twelve-passenger 
van, depending on the team size or coach preference. 
The softball budget increased to cover bus 
transportation in 2021. The sports programs have 
funds allocated to ensure safety in travel and an 
equitable student-athlete experience.  Equitable. 

 

d) recruitment All programs have successfully recruited regionally, 
nationally, and internationally. Funds allocated for 
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recruiting are treated equitably among sports 
programs, and line items in a budget can be adjusted 
considering differences in class needs that may 
fluctuate year to year. Equitable. 

e) comparable 
coaching 

The experience and number of coaches available in 
women's programs are comparable to their male 
counterparts. Equitable. 

 

f) publicity 
and 
promotion 

The marketing and promotion of our sports programs 
are equitable and accomplished through the website, 
media relations efforts, weekly stories, and releases. 
Our video department streams all non-televised 
home competitions in our team sports of women's 
and men's soccer, volleyball, women's and men's 
basketball, softball, and baseball. Video programming 
Panther Talk features weekly shows including 
student-athletes across all 17 sports. Added 
Twitter/Instagram accounts to ensure all sports are 
equitably represented. Materials for promotion (i.e., 
posters, schedule cards) are equitable among sports. 
Equitable. 

 

g) other 
support costs 

Student-Athlete development programming 
opportunities are provided for all sports programs 
fairly. All sports programs are assigned an operations 
coordinator to assist with the program, including 
travel, team meals, recruiting logistics, etc. Equitable. 

 

6. Provision of 
equipment 
and supplies 

Each sport is provided the equipment and supplies 
necessary to compete equitably. The budget is 
determined by roster size, condition of current 
equipment, and replacement needs. Adjustments are 
made to increase if possible and accordingly. 
Experience surveys indicate that student-athletes 
from all sports, regardless of gender, would want 
more practice and training gear. We will continue 
efforts to enhance opportunities through our Adidas 
partnership (contract expiring in 2022-2023). 
Equitable. 

 

7. Scheduling 
of games and 
practice times 

Regular practice schedules are secured each term to 
ensure continuity and student-athlete class schedule. 
Teams that share facilities alternate or agree on a 
practice schedule annually. Women's and men's 
basketball and volleyball are the sports that share a 
facility. In the fall, volleyball takes priority, and 
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basketball programs prefer practice times in the 
winter/spring. All games are scheduled in an 
equitable manner between the coaching staff. 
Equitable. 

8. 
Opportunities 
to receive 
tutoring 

An academic coordinator is assigned to each of the 
FIU athletic teams. A full-time SAAC staff member 
oversees a staff of approx. 54 tutors. These tutors are 
available to our student-athletes for entry-level and 
upper division courses required for undergraduate 
majors. All student-athletes have equitable access to 
schedule tutoring through their academic 
coordinator. Equitable. 

 

9. 
Compensation 
of coaches and 
tutors 

Coaches are compensated equitably when compared 
to their Conference USA counterparts. Differences in 
pay between male and female coaches are driven by 
market value in that particular sport. All tutors, 
independent of assignments to students, teams, or 
gender, are paid equivalently and are selected to 
work with our student-athlete population after a 
rigorous selection process.  During the interview, all 
potential tutors are reviewed by the SAAC Tutor 
Coordinator, who must meet the qualifications for 
their specific content area. Equitable. 

 

10. Medical 
and training 
services 

We partner with Baptist Health South Florida and 
provide ‘second-to-none’ quality physicians and 
surgeons for all our student-athletes’ medical needs. 
Each sport is assigned a Certified Athletic Trainer 
(ATC), and women's and men's teams have equal 
access to the training room facilities and ATCs. All 
student-athletes have equal access to treatment, 
referrals, rehabilitation, and any medical care needed. 
Equitable.   

 

11. Housing 
and dining 
facilities and 
services 

Each student-athlete either lives in on-campus 
housing, lives at home, or receives an identical 
stipend for off-campus housing based on their 
scholarship. The students receive housing options on 
an equivalent basis. Students in on-campus housing 
receive equal meal plans based on scholarship level, 
and those living off-campus receive an equivalent 
meal stipend based on their scholarship. Equitable. 
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academic years. The new athletics 
department’s leadership has prioritized 
the need to address the significant 
differences between the baseball and 
softball facilities by 2025. In 2021-2022, 
windscreens and padding for the outfield 
wall were purchased for softball as 
planned. MOBIO Architecture hired and 
created a concept design plan for the 
enhancements to the softball facility. 
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Areas of Highlights 
Between July 2020 and June 2021, FIU received many accolades and rankings. FIU 
moved 25 spots to No. 18 among public universities. FIU is ranked No. 12 for social 
mobility and No. 35 for public service by Washington Monthly Magazine College 
Rankings, and No. 3 among U.S. public universities that are 50 years old or younger by 
Times Higher Education (TH). FIU also achieved honor roll distinction by the Great 
Colleges to Work For® program, having been recognized by the program since 2011. In 
its partnership with The Chronicle, ModernThink served as the survey, research, and 
analysis engine for Great Colleges for eleven years before assuming full responsibility 
for the program in 2020. They have surveyed over 1,000 colleges and universities 
through the Great Colleges program and have accumulated an unparalleled database of 
higher education benchmarking statistics and best practices. FIU is one of six large 
public four-year institutions and two public Florida universities that achieved honor 
roll designation, recognizing distinguished institutions for creating exceptional work 
environments. 
 
In 2020, FIU achieved honor recognition in eleven out of twelve of the following 
categories: 

1. Collaborative Governance 
2. Compensation & Benefits 
3. Confidence in Senior Leadership 
4. Diversity 
5. Facilities, Workspace & Security 
6. Job Satisfaction 
7. Professional/Career Development Programs 
8. Respect and Appreciation 
9. Supervisor/Department Chair Relationship 
10. Work/Life Balance 
11. Teaching Environment 

 
FIU is committed to ensuring that each member of the university community shall be 
permitted to work or study in an environment free from any form of illegal 
discrimination, including race, color, sex (including gender, gender expression, gender 
identity, and sexual orientation), pregnancy, religion, age, disability, national origin, 
marital status, and veteran status. With this commitment, FIU offered training such as 
Title IX and Sexual Harassment, Title VII, and the Mindset of Diversity, Equity, and 
Inclusion at FIU.  
 
FIU’s Office to Advance Women, Equity, and Diversity (AWED) is dedicated to the 
university’s mission of inclusive excellence. AWED develops and manages all faculty 

PART V. EMPLOYMENT REPRESENTATION 
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programs to promote equity, diversity, and inclusion, including workshops to improve 
faculty hiring and promotion processes, faculty mentoring and interdisciplinary 
networking, and procedures to track progress towards inclusive excellence. The 
programs were developed using a combination of FIU funds and funding provided by a 
National Science Foundation ADVANCE PAID grant ($600,000; 2011-2016) and an NSF 
ADVANCE Institutional Transformation grant ($3.2M; 2016-present).  
 
AWED offers several STRIDE (Strategies and Tactics for Recruitment to Increase 
Diversity and Excellence) workshops concerning best practices for faculty hiring and 
tenure and promotion decisions. The STRIDE committee is made up of faculty members 
from areas such as the College of Law, the Department of Physics, and the Department 
of Psychology, who coordinate the STRIDE workshops each year. Faculty members 
facilitate all workshops. AWED offers the following STRIDE workshops:  

 STRIDE HIRING/FACULTY RECRUITMENT WORKSHOP: Designed to 
provide background information and concrete advice about practices that make 
searches more successful (in producing diverse candidate pools and hiring 
candidates). Attendance is required once every three years for faculty serving on 
search committees.  

 STRIDE DIVERSITY ADVOCATE WORKSHOP: One member of each search 
committee is recommended by AWED to attend this advanced recruitment 
workshop.  

 STRIDE HIRING LEADERS WORKSHOP (Deans and above): This is required 
for all upper-administration search committee members.  

 STRIDE TENURE AND PROMOTION (T&P) Workshop for all college tenure 
and promotion committee members, Department Chairs, and Deans. This new 
requirement began in Fall 2020 and is part of the Tenure and Promotion 
guidelines. Attendance is required once every five years. New committee 
members, department chairs, and deans should attend in their first year of 
appointment.  

 RESPONSE TO IMPACT OF COVID-19 PANDEMIC: The STRIDE T&P 
workshop was updated for 2020-2021 to include the pandemic-specific 
Memorandum of Understanding (MOU) for AY 2019-2020 and AY 2020-2021 that 
was negotiated between the FIU administration and the United Faculty of 
Florida chapter for FIU (UFF-FIU) as noted here. These MOU policies will have a 
continuing and lasting impact on faculty, so AWED will continue to educate and 
remind evaluators and administrators of them in the STRIDE for T&P workshop 
for the foreseeable future. The MOU addressed:  

 Temporary tenure clock pause: Pre-tenure faculty could ask for a 
temporary pause of the tenure clock during Fall 2020 to work with their 
chairs to determine whether the probable impact of the pandemic on their 
scholarship warranted a formal request for a tenure-clock extension 
(already provided for in FIU policies) by the end of Fall 2020. The MOU 
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stipulated that ‘no negative action shall be taken’ for faculty requesting 
the temporary pause. If no formal stop of the clock was requested, the 
tenure clock continued as usual with no time lost; if the faculty requested 
a formal stop, then the typical FIU stop-the-clock policy applied.   

 Teaching: Faculty evaluations shall not be negatively impacted by changes 
due to the pandemic.   

 Modified course modalities such as remote and hybrid teaching 
“mandated by the university shall not negatively impact supervisory 
reviews or annual evaluations but may be used to positive effect.”   

 Student course evaluations shall not negatively impact annual evaluations 
but may be used for a positive effect.   

 Scholarship: Faculty with research assignments shall not be negatively 
impacted in their annual evaluations for AY 2019-2020 and 2020-2021 by 
lack of research productivity due to the COVID-19 pandemic.   

 Service/Engagement: Department Chairs/Directors shall allow wider 
distribution of service/engagement responsibilities during AY 2020-2021 
to avoid excessively burdening any individual faculty members.   
 

Measure achievement of remedying underutilization of women and minorities  
In accordance with the university’s Affirmation Action plan year 2020, the following 
table describes the previous Affirmative Action plan’s seven (7) goals achievement and 
the 2020-2021 goals for FIU, as well as the good-faith efforts the university made in 
those job groups where goals were established. Affirmative Action Program numerical 
placement goals have been established pursuant to 41 C.F.R. § 60-2.16 and § 741.45. 
They do not represent rigid and inflexible quotas, nor do they provide for preferential 
treatment on the basis of race, color, religion, sex, sexual orientation, gender identity, 
national origin, disability, or veteran status.  
 
FIU is committed to achieving and sustaining faculty equity and diversity as an 
essential element of FIU’s academic excellence. Our strategic plan for inclusive 
excellence for faculty includes goals to continue FIU’s momentum towards further 
diversifying the faculty in science, technology, engineering, and math (STEM), 
including increasing the number of women and underrepresented minorities in other 
fields where they are underrepresented. This mission reflects FIU’s commitment to 
amplifying the demographic diversity of its student population as a resource for 
increasing the diversity of scientists, scholars, and the workforce locally and 
nationally.   
 
FIU’s Division of Human Resources, in collaboration with the Division of DEI, strives to 
ensure that we attract, select, retain, and develop a diverse and talented workforce who 
will contribute to the university's mission and vision. In conformance with applicable 
law and university policy, FIU is an affirmative action/equal opportunity employer. 
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Analysis of Tables 
Table 1 of Part V shows that between 2020 and 2021, the total number of tenured faculty 
remained relatively flat, with a net increase of 1.5% (8, 529 to 537). This is 8.7% higher 
than in Fall 2016 as captured in the table. However, a fraction of all faculty (tenured, 
tenure-track, and non-tenure track) has remained at 38% since 2020 and decreased by 
1% since 2016. The number of tenured faculty is a measure of faculty retention, which 
depends on professional development opportunities and a supportive departmental 
and institutional climate. The number of newly tenured faculty each year depends on 
the number of faculty with successful applications and the number of tenure-track 
faculty hired six years prior. An increase in the number of tenured faculty means that 
the number of newly tenured faculty is greater than that of tenured faculty leaving the 
institution. A decrease means the opposite: the number of newly tenured faculty is less 
than those leaving the institution.  
 
The number of tenured female faculty increased slightly from 171 to 174 (3, 1.75%), 
which was similar to the percentage increase (1.4%) in the number of male faculty from 
358 to 363 (5). Our records indicate that  women successfully applied for tenure the 
previous year (effective date of Fall 2021 for the rank change) suggests a loss of  
previously tenured women. Similarly, there were 14 men tenured in AY 2020-2021 and 
an additional  hired with tenure, which means that 12 tenured men left FIU before 
Fall 2021. 
 
Breakdown by race/ethnicity shows a decrease in Black tenured faculty from 27 to 25   
(-8%) and an increase in White faculty from 309 to 312 (less than 1%) since 2020. Two 
Black tenured faculty left FIU, which led to no Black faculty tenured during the AY 
2020-2021. The number of Hispanic faculty rose from 63 to 66 (5%), and there was a gain 
of 1 American Indian (AI)/Alaskan Native (AN) from 0 to 1. In the same period, 
tenured Asian faculty rose to 121, but as two were tenured the previous year, one left 
the institution. There was a 5-year increase of 43 tenured faculty (9%) at FIU, from 494 
in 2016 to 537 in 2021, . This is comparable 
to the net increase of . Tenured female faculty slightly 
increased (2%) in the five years, rising from 30.5% to 32.4% of all tenured faculty. 
Twenty-three of the 43-person increase since 2016 in tenured faculty were female (53%), 
and 20 (47%) were male. These numbers show that the change in gender diversity over 
the past five years has been minimal. 
 
The most significant number increase in race/ethnicity was in White faculty (from 284 
to 312; a change of 28, or 10%), with the following most significant number being Asian, 
up 15 (14%). The number of Hispanic faculty over the past five years remained flat at 66 
faculty. Over the five years, the number of NH/OPI increased  The number 
of tenured Black faculty has just been fluctuating slightly, from 24 in 2016 to 27 in 2020, 
down to 25 in 2020. Comparing the sum of the underrepresented groups (those other 
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than White and Asian in academia), we find that they comprise 17% of all tenured 
faculty vs. 81% for White and Asian (we have excluded the NRA category here). These 
percentages are the same as the previous year and down approximately 1% from five 
years ago for both groups. This shows that there has been no significant change in the 
racial/ethnic diversity of the tenured faculty in the past five years. These data show 
little change in either gender or ethnic diversity of FIU’s tenured faculty since 2016. 
 
Increases in the number of tenure-track (TT) faculty are due to hiring new TT faculty at 
a rate higher than the losses from this category. Losses are either due to faculty leaving 
the institution or being successfully tenured. The previous section provides more 
information on tenure applicants' status and outcomes. Table 2 of Part V shows a less 
than 1% increase in the total number of TT faculty from 2020 to 2021. The total number 
increased to 204, which is 14% of all FIU faculty. As 20 faculty were successfully 
tenured starting in Fall 2021 (so they left this cohort), 21 new tenure-track faculty were 
hired. However, this is still 20 (-9%) below the number from five years ago (224).  
 
In analyzing gender, there was an increase of 2% (from 88 to 90) of female TT faculty 
and a decrease in male TT faculty from 115 to 114 (< 1%) since 2019. Although, as noted 
above, there has been a significant decrease in TT faculty over the five years since 2016, 
this consists of only  . This means that the gender 
disparity has decreased slightly in the past five years, with women in 2020 making up 
44% of TT faculty vs. 42% in 2016. 
 
When analyzing race/ethnicity, the data show significant increases in the number of TT 
faculty from underrepresented groups on both the one and five-year timescales. The 
most significant increase over the year was in Black TT faculty, with an increase of 8 
(from 11 to 19). This increase of 8 faculty represents a 73% change in the number of 
Black TT faculty progressing through the tenure timescale. The subsequent largest 
number increase since 2019 is in Hispanic faculty with the ) up to 29. 
There was an increase from one to three faculty with Two or More racial/ethnic 
identities, but a loss of one from the AI/AN category . The number of 
both Asian and White TT faculty decreased from 2019 to 2020, with losses of (7%) and 

(9%), respectively.  
 
The changes over the five years since 2016 show roughly the same trends, with 
increases in Black (11, 138%) and Hispanic (11, 61%) TT faculty and decreases in White 
(-31, -25%) and Asian (-9, -24%) faculty. All underrepresented groups (except Asian and 
White, and NRA (not reflected due to lack of information) show dramatic increases in 
overall representation in both the one and five-year periods: from 12% (27) of all TT 
faculty in 2016 to 19% (39) in 2020 and then 24% (49) in 2021. In 2016, the majority 
faculty made up 70% of all TT faculty; by 2021, this had changed to 57%. This is in sharp 
contrast to the make-up of our tenured faculty, which is 81% majority as of Fall 2021. 
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Analysis of Tables 
 
Faculty not on tenure track instructional or faculty employed at a non-tenure-
granting university. 
 
Unlike TT faculty, non-tenure-track (NTT) faculty remain in the same category 
throughout their careers, so changes in the numbers reflect hires and departures. 
Table 3 of Part V indicates a slight increase of 1.2%  in the total number of 
NTT faculty from 666 to 674 between 2020 and 2021. However, there was a much more 
significant increase in the five-year numbers, up from 556, or 21%. There has been an 
effort to improve student success by hiring more full-time teaching-focused faculty, 
which could be responsible for this significant increase. The effort has paid off, with 
increases in FIU’s four and 6-year graduation rates indicating students are proceeding 
through their required curricula more quickly due to increased mastery of the material 
and pass rates. 
 
In the gender category, in both the one- and five-year period, there was a more 
significant increase in the number and percentage of women compared to men: 1.7%  
for women vs. 0.6%  for men from 2020, and 24% (70) vs. 18% (48) since 2016. 
Historically, women have occupied a more significant percentage of NTT positions 
nationally, which happens at FIU also, with little change in the overall distribution in 5 
years: women were 54% of NTT faculty in 2016 and 54% in 2021.  
 
Looking at individual demographic groups over the one-year reporting period, the 
most significant numerical increase in a racial/ethnic category is for Hispanic faculty at 
12 (6%). The subsequent most significant gain was in Black faculty at five from 55 to 60, 
a 9% increase higher than the yearly average over the five years. The only other 
category with an increase was Asians with  (10%). The AI/AN category remained at  
and NH/OPI remained at 0. White faculty declined by 8 (-3%), and the Two or More 
category by  (-33%) from   
 
Over the past five years, the most significant numerical increase is in the number of 
Hispanic NTT faculty with 64, a 43% increase. This is followed by Black faculty at 15 
(33%), and Asian and White at 12 each (35% and 4% respectively). For those reporting 
Two or More races, the change is from  a 50% increase; for AI/AN, the number 
increased from  a change of 300%. Note that although the percentage changes are 
significant, this is because of the small overall numbers in these underrepresented 
categories.  
 
Looking at the changes in aggregated race/ethnicity over the five years, faculty from 
majority groups in academia (Asian and White) now comprise about half (51%) of all 
NTT faculty, with White faculty being the largest group at 297 (44%). However, it is 
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encouraging to see a 6% increase in the total numbers of faculty from all 
underrepresented groups, from 36% of all NTT faculty to 42%.  
 
Executive/Administrative/Managerial 
There has been a recent increase from 607 to 616 (1.48%) in females represented at the 
Executive/Administrative/Managerial levels at FIU. In Fall 2021, women represented 
62% of Executive/Administrative/Managerial employees, up 1% from the 61% figure of 
the previous year. The number of men also increased from 372 to 376 (1%).  
 
The most highly represented racial/ethnic group remains Hispanic, representing 53% of 
all executive/administrative/managerial positions. All racial and ethnic groups 
remained flat or experienced a percentage increase compared to Fall 2020; the only 
exceptions to this trend were in the White racial group, which saw a slight decrease of 
2% (-5), and the NRA group with a decrease of 2 (33%) from  
 
These increases can be attributed to the university providing various career 
development opportunities to support movement into the 
executive/administrative/managerial levels, including the President’s Leadership 
Program (PLP), the Educational Leadership Enhancement Program (ELEP), and the 
Leadership Education Advancement Program (LEAP).  Employees also have access to 
LinkedIn Learning which provides FIU faculty, staff, and students access to an online 
video library that features business, software, technology, and creative skills from 
which employees can develop new skills or upskill existing talents. One of those in-
house resources includes the FIU's Chair Advisory Council, which is composed of all 
department chairs at FIU and promotes institutional awareness and shared mission and 
purpose while giving them a platform to discuss issues and ideas related to 
departmental governance and management. In collaboration with the Office of the 
General Counsel, our Office of Faculty Leadership and Success has also initiated a series 
of Chair Tools of the Trade workshops, which address different aspects of the chair's 
responsibilities. These workshops often employ engaging case study scenarios which 
guide chairs on how to appropriately mitigate conflict and promote compliance with 
university policies and procedures. The Office of Faculty Leadership and Success also 
initiate its inaugural Chair Leadership Development Program in the academic year of 
2020-2021. 
 
Areas for Improvement and Action Plan- Employment  

As part of the institutional diversity, equity, and inclusion goal, the following goal has 
been established with tactics and strategies toward improving our affirmative action 
goals.  
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Priority: Underrepresented Minority Faculty 

To achieve this, FIU is researching and identifying barriers that impact the recruitment 
and retention of underrepresented minority faculty as well as other historically 
underrepresented minorities – initially, with a focus on increasing these faculty among 
our population. Toward their retention, the focus will be on the areas of 1) belonging 
(inclusive of mental health), 2) affinity, 3) and rewards and recognition.  

Anticipated Outcomes 

• Identifying barriers that impact recruitment and retention of underrepresented 
minority faculty: ongoing to identify new barriers as they arise. 

• Create action plans to remedy and remove identified barriers to increased 
retention of underrepresented minority faculty: annually, to be revised if/when 
new barriers are identified. 

• Create a report identifying recommendations and remedies of efforts to 
effectively restructure and remove barriers noted: annually. 

Tactics  

• Train faculty search committees to increase the effectiveness of recruiting and 
provide information and resources for fair and equitable evaluation of 
applicants.  

• Establish affinity groups for underrepresented minorities to build affinity within 
their areas of interest.  

o Timeline 

 Black Faculty Association by established by Fall 2021 
 Hispanic Faculty Association established by Fall 2022 
 LGBTQ+ Faculty (Out Panthers Professional Engaged Network) 

affinity group established by Fall 2022 
 Black Staff Association established by Fall 2022. 

• Create platforms to engage in listening sessions with underrepresented minority 
faculty.  

• Create ‘belonging’ climate surveys and report findings and recommendations.  

o Timeline 

 Administer in 2021-2022 
 Complete analysis and release results 2022-2023 
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• Conduct qualitative and quantitative analysis of our current recruitment, 
retention, and promotion processes.  

o Timeline 
 Ongoing: annually to assess effectiveness of programs 

Existing Programs 
For faculty improvements, additional institutional context is provided here to 
understand better the strategies used in developing faculty recruitment, hiring, and 
professional development programs. These initiatives were initially developed to 
address issues identified in an internal climate survey conducted in 2010 and the 
COACHE Faculty Satisfaction Survey in 2011. The COACHE survey, administered by 
the Harvard Graduate School of Education, assesses faculty satisfaction on 25 measures, 
including appreciation, departmental collegiality, mentoring, work resources, 
leadership, governance, teaching, and benefits. It compares the responses of FIU faculty 
to those of faculty at five peer institutions selected by the participating institution and 
to a 110-member cohort of other participating institutions. An “area of strength” is one 
in which the institution scores first or second among the selected peer institutions and 
in the top 30% of the cohort institutions. An “area of concern” is where the institution 
scores fifth or sixth among the selected peer group and ranks in the bottom 30% of the 
cohort. 

The 2011 COACHE survey indicated a lack of mentoring as one of the faculty’s primary 
concerns. In response, Dr. Suzanna Rose, as part of the ADVANCE PAID grant, 
established the Faculty Mentor Program to serve the colleges housing the sciences, 
engineering, and social and behavioral sciences. Subsequently, the 2014 COACHE 
survey identified faculty mentoring as an area of strength. This program has since been 
extended to all faculty in all colleges. The NSF- funded PAID project continued to have 
a positive impact. By 2015, women represented 18% of tenure-track STEM positions, an 
increase of 7% over five years. The FIU PAID activities were institutionalized in 2016 
with the establishment of the Office to Advance Women, Equity and Diversity (AWED) 
and the appointment of Dr. Suzanna Rose as Assoc. Provost as part of the Office of the 
Provost, with substantial funding being provided by Academic Affairs to fund this unit. 

Since 2017, AWED program offerings constitute the major institutional interventions at 
FIU concerning faculty professional development. Improvements were noted in 
previous areas of concern, such as faculty mentoring, research support, and hiring, 
according to the 2017 COACHE faculty satisfaction survey, but also indicated two areas 
of concern: tenure policies and tenure clarity. AWED added multiple workshops 
focusing on tenure and promotion strategies beginning in 2018. Additional 
interventions concerning tenure policies began in 2019 with the establishment of the 
Office for Faculty Leadership and Success (OFLS), which also is within the Provost’s 
Office. The 2020 COACHE survey, administered in February 2020, just before the 







   
 
 

143 
 
 

FIU ADVANCE’s initiatives are intended to create a faculty-based social system that 
acts proactively to enhance a culture of inclusion for all faculty at FIU as well as to 
advance women and underrepresented minority faculty, particularly within STEM and 
Social and Behavioral Sciences (SBS). Based on the success of the first NSF PAID grant, 
it was determined that faculty participation in and endorsement of inclusive excellence 
programs were the keys to making change at FIU. Therefore, the plan is to continue this 
largely grassroots approach by engaging faculty university-wide in AWED 
programming. New programs, such as the Bystander Leadership program, were also 
developed to meet the needs of faculty who indicated they needed more skills to 
implement best practices. 

The reporting year, AY 2020-2021, was Year 5 of this 5-year NSF grant. The Bystander 
Leadership program was suspended for Spring 2020 due to the pandemic, and all 
training workshops were moved to live virtual settings via Zoom. This continued for 
AY 2020-2021. 

Faculty Recruitment and Hiring Programs  

To increase the number of women and underrepresented minority faculty at FIU, the 
STRIDE for Hiring training is required of all faculty within three years of serving on a 
hiring committee. The pilot program was launched in 2011 for the STEM fields and then 
expanded to the entire university. Additional training for one member of selected 
Faculty search committees designated as a Diversity Advocate was implemented 
starting in 2018 and was expanded to all TT searches in 2019-2020. These are further 
discussed below.  

STRIDE for Hiring Workshops  
The STRIDE training was developed using evidence-based practices developed at the 
University of Michigan and educates faculty about best practices to increase diversity in 
the faculty and address the issue of gender and race bias in hiring. These two-hour 
workshops, which are updated each academic year, cover issues such as implicit bias 
that can adversely affect the evaluation of applications from underrepresented 
minorities and women candidates. They also provide methods and practices such as the 
use of diversity statements and evaluation rubrics to help committees equitably assess 
and interview faculty candidates.  

Impact: An additional 413 faculty attended a STRIDE workshop during the reporting 
year. STRIDE workshops continued to be extremely well received by attendees, with 
87% of participants rating them as effective in helping them understand the benefits of 
having a diverse faculty, the role of stereotypes in career advancement, and in finding 
solutions for these issues. The number of faculty searches was greatly reduced in 2020-
2021 due to uncertainties brought about by the pandemic, with a total increase in the 
number of all faculty of 17, from 1398 to 1415. Only nine new tenured/tenure-track 
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faculty were hired in 2020-2021 (with most to start work in 2021-2022), but as reported 
elsewhere, there has been an overall increase in the number of women and 
underrepresented faculty over the past five years.  

Diversity Advocate Workshops 
One member of each faculty hiring committee attends additional training on effective 
recruiting and evaluation practices for diverse candidates, such as effective job ad 
writing and how to develop diverse pools, and acts as the point person on the search to 
ensure effective and equitable search practices are used.  
Impact: An additional 102 faculty attended a DA workshop during 2020-2021; bringing 
the total number of faculty to 154. Approximately half of those who attended did so out 
of personal interest as they were not serving as DA for a search at the time. Interviews 
with faculty who served as DAs indicate they felt they were able to intervene to help 
committees follow best search practices effectively. 
 
STRIDE for Hiring Leaders Workshop 
This is like the STRIDE for Hiring Faculty workshop but is tailored for hires into 
leadership positions and is required for all upper-administration search committee 
members. 
  
Diversity Mentor Professorships (DMP) 
The DMP program is a special initiative to recruit excellent research scientists with a 
history and commitment to the mentorship of women students and students from 
domestic underrepresented minority populations. Four faculty lines were committed to 
the DMP program in support of FIU ADVANCE, two in the Sciences and two in 
Engineering.  

Impact: In the Summer of 2020, eight faculty lines for any area were promised by the 
Provost’s Office specifically to increase the number of Black faculty by attracting them 
to apply for Diversity Mentor Professorships – these positions use evidence of ability to 
mentor diverse students and women as one hiring criterion. Several have accepted 
positions at FIU, including a White woman in STEM/Math, a Black woman in Electrical 
and Computer Engineering, a Black man in Biology, a Black man in Hospitality, a Black 
woman and man in Education, and a White woman in Engineering Education.  

Faculty Recruitment and Hiring Programs Outcomes 

These programs have resulted in positive outcomes previously that provide evidence 
for their effectiveness since implementation and have continued to play a role in the 
reporting period. In 2011, women constituted 11% of tenure-track faculty in STEM and 
38% of social and behavioral science faculty (SBS); the fields in which the pilot program 
was initially deployed. By 2021, tenured and tenure-track women represented 20% of 
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the STEM faculty and 40% of the SBS faculty, and 35% of the faculty overall. STEM 
women of color also increased from 1.5% to 2.7%.  

FIU also was able to meet its goal to increase the representation of women and 
underrepresented minority faculty overall: From 2016 to 2021, all (tenured, tenure-track, 
and non-tenure-track) Hispanic faculty increased from 18% (N=236) to 22% (N=309) as 
a percentage of total faculty. From 2020 to 2021, there was a 1% increase (18). Over five 
years (2016-2021), women faculty went from 42%(N=539) to 44% (N=625). Although 
there was an additional 11 women in 2021 compared to 2020, their total percentage of 
total faculty remained the same at 44%. FIU’s Black faculty representation increased 
from 6% in 2016 to 7% in 2020 and remained at 7% of all faculty for 2021. Tenured and 
tenure-track faculty Black faculty also increased from 1% to 6% between 2020 and 2021. 
This continues to be an area for improvement.  

Faculty Professional Development and Retention Programs 

Programs to retain faculty can be broken down into three major areas as shown below. 
AWED has developed and administers programs to address each of these three areas.  

1. Professional development opportunities  

These opportunities enhance faculty success in the areas of research (for TT faculty), 
teaching, and service. This means ensuring that all faculty have equal access to 
resources and opportunities such as appropriate mentoring, high-value service 
assignments, and training in effective teaching. Programs that address this area include:  

Faculty Mentor Program  
The FIU Faculty Mentor Program (FMP) is in its tenth successful year. The program is 
now offered to all faculty ranks, including tenure-line, research, clinical, and instructors. 
FMP includes one-on-one mentoring, mentor training, networking events, and 
structured skills-training presentations related to enhancing faculty productivity. 
Faculty are paired with faculty from different but related departments to provide a 
broad range of experience and opportunities for professional collaborations. The 
program directly addresses skills and networking essential to faculty success, thus 
enhancing retention. Mentoring is particularly essential for women and 
underrepresented minority faculty, who are often outside informal informational 
collegial networks in academia.  

Impact: Overall, the FMP has offered deep learning and mentoring opportunities to 
more than 600 unique participants. For 2020-2021, there were 93 mentee-mentor pairs 
(N=186 faculty). In the 2017 Harvard COACHE survey, mentoring was one of FIU’s 
areas of strength, meaning FIU scored in the top 30% of the cohort (112 partners) and 
scored first or second among a selected group of five comparison institutions. Since the 
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program began in 2011-2012, faculty satisfaction with mentoring at FIU has increased 
substantially and has exceeded that of peer cohorts on the last three Harvard COACHE 
surveys (2014, 2017, 2020).  

Chairs’ Leadership Workshops 
In conjunction with the Office for Faculty Leadership and Success (OFLS), this program 
offers leadership training that many faculty members might never formally receive as 
they become chairs of departments. This helps not only the faculty participating in the 
program but those in their departments who benefit from having leaders trained in 
faculty development and success.  

2. Ensuring appropriate and equitable annual tenure and promotion evaluations  

Faculty cannot be retained if they are not provided fair and accurate annual 
evaluations, and equitable tenure and promotion evaluations. An area of focus is on 
how service is assigned, evaluated, and rewarded as women and underrepresented 
minorities are often overlooked for high prestige committees and are also sought after 
as mentors by female and underrepresented minority students. This type of mentoring 
is often informal, invisible to others, and unrewarded. The following programs were 
instituted to address these concerns:  

STRIDE Tenure and Promotion (T&P) Workshops 
These workshops were developed to recruit, retain, and promote more women and 
minority faculty at FIU. This training was partially implemented in 2018-2019 and is 
now (2020-2021) required for all college T&P committee members, Department Chairs, 
and Deans every five years. New committee members, department chairs, and deans 
should attend in their first year of appointment. Topics covered include implicit bias, 
stereotype threat, bias in student evaluations of teaching, types and amounts of service, 
and the cumulative effects on career progression of women and underrepresented 
minority faculty. Best practices in evaluating Faculty tenure and promotion application 
files are presented, including the use of rubrics tailored to ensure that a faculty 
member’s annual assignment is considered. Chairs are asked to pay special attention to 
service assignments and recognition for female and underrepresented minority faculty 
for the annual evaluations.  

Impact: A total of 113 faculty attended a STRIDE for T&P workshop in 2020-2021. This 
included 10 Deans, 46 department chairs, and 57 college-level T&P committee members. 
As tenure and promotion depend on several years’ worth of faculty work and 
evaluations, the results of this program may not yet be evident, but it is encouraging to 
note that all applicants for tenure at FIU in the reporting year were successful. 

 



   
 
 

147 
 
 

Policy development in collaboration with policy leaders 
AWED regularly reviews FIU’s policies and procedures to ensure the intended 
inclusive excellence. As part of this initiative, the university T&P Manual was updated 
with the work beginning in 2019 to ensure best practices for equitable evaluation are 
followed by all units. This includes faculty efforts related to values of diversity, equity, 
and inclusion, so these are recognized in the tenure and promotion process as valid and 
valuable academic contributions. During the reporting year, all departments were 
required to develop clear guidelines for tenure and promotion as part of their 
department policies. The new university T&P manual took effect in Fall 2021.  
 
Salary Equity program  
AWED contributes (limited) funding to colleges as a cost-share arrangement to correct 
salary inequities based on gender, race, and/or compression.  
 
Impact: Sixteen (27) salary adjustments were made in 2020-2021, including adjustments 
for underrepresented minority faculty. A total of 99 salary adjustments have been 
made. 

3. Providing a supportive and inclusive working environment 

This is especially important at the departmental level but applies across the university.  
 
College and Departmental DEI Plans 
These plans are guided by two key goals: to increase the representation of faculty from 
historically underrepresented groups such as women in STEM and African American 
and Hispanic American faculty in all fields, and to enhance the institutional climate to 
attract and retain women and underrepresented groups at the faculty and doctoral 
student level. Certain aspects of FIU ADVANCE were required to be in departmental 
plans, including participation in the Bystander Leadership Program, STRIDE hiring 
workshops, and the Diversity Advocate Program. Departments also may choose from 
among 60 DEI actions and metrics provided by AWED. The actions and metrics include 
areas such as hiring, retention, and departmental climate. Examples are “the number of 
guest seminar speakers from underrepresented groups or talks related to DEI issues.” 
Each year, departments choose which goals to pursue and are provided with a report 
form to fill out at the end of the academic year. These completed reports are submitted 
to AWED, and feedback on each outcome is provided either by AWED or the 
appropriate College Equity Advisor (see below).  

Impact: Currently, six colleges and more than fifty departments have set DEI goals and 
track progress annually. Each year, we have been more successful in having a greater 
number of departments complete and submit their annual reports, with 90% of 
departments in the six colleges submitting reports during the reporting year. 



   
 
 

148 
 
 

Equity Advisor Program 
Deans of six colleges have agreed to provide one-course release annually or summer 
supplemental funding for an equity advisor jointly selected by the Dean and AWED 
that participates in STRIDE, Bystander, and other AWED training programs. Embedded 
within their respective colleges, Equity Advisors (EAs) are a resource for helping 
departments develop, implement, and track progress on their diversity plans and work 
with AWED and college leadership concerning policies and procedures related to 
diversity and equity efforts.  
 
Microclimate Project 
The Microclimate Project is designed as both an ADVANCE program and a research 
project to explore the complexity of how multi-ethnic cultural climates within FIU 
STEM departments affect the recruitment and advancement of women in STEM, 
particularly Hispanic-American and African American women faculty. The term 
“microclimate” refers to local social climates within a department that may differ from 
the larger organizational climate. The university is specifically interested in the 
intersection of nationality and gender/race norms and behaviors. Analysis of this 
project is still ongoing.  
 
Bystander Leadership Program 
The Bystander Leadership program is the signature program of FIU ADVANCE 
implemented to address departmental and institutional climate. It was designed as an 
experiential, interactive, behavioral skills training program for faculty. It was 
developed, pilot-tested, and conducted as both a research project (years 2-3) and as an 
embodied learning program for STEM and SBS Faculty (years 2-5). This program is 
intended to move faculty participants from “insight” to “action” to address observed or 
anticipated instances of gender and race bias and discrimination among faculty. The 
program raises awareness about the interplay between power, privilege, and bias often 
experienced by women and minorities. It also provides practice in using a toolkit of 
intervention responses and actions in response to situations of bias. The program is 
intended to develop a social system at FIU that supports and institutionalizes positive 
change among faculty in three key areas: (1) demonstrating greater appreciation for 
diversity and a reduction in prejudicial attitudes; (2) greater knowledge of and 
confidence in using prosocial intervention skills and strategies; and (3) increasing 
diversity-affirming behaviors.  

Impact: Due to the pandemic, the Bystander Leadership Program was suspended 
between March 2020 and August 2021, so no workshops were held during the reporting 
year. As of March 2020, 343 faculty (160 women and 182 men) and 11 guests from other 
universities participated in one of 17 workshops offered since 2017. Preliminary results 
comparing a pre-test with the results from a three-month follow-up survey indicated 
that the Bystander group showed significant changes compared to the control group in 
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terms of self-reported items, including awareness of subtle gender/ethnicity bias in 
one’s environment, awareness of gender/ethnicity bias in one’s discipline; confidence 
in being able to enact gender/ethnic equity interventions; and confidence in engaging 
in such actions regularly. Extensive comments in response to open-ended questions 
included in the three-month follow-up survey also showed a positive effect: “I think 
ALL faculty would benefit from this kind of training program to help them understand 
various biases.” “More than one person [in my department] has participated in the 
bystander training program which I believe has led to a very responsibly written 
diversity plan.” Analysis of the data is continuing, and we expect to be able to report 
results by Summer 2022. 

AWED Theater 
This is an FIU-branded theater unit under the direction of Creative Director Jeffrey 
Steiger, who also has written original scripts for AWED Theater and the Bystander 
program as part of his commitment to FIU ADVANCE. These scenarios showcase how 
subtle biases manifest in typical academic situations such as tenure and promotion 
meetings. Other universities and professional associations may schedule the 
productions.  
 
Process and metrics to measure outcomes 
To document FIU ADVANCE program achievements, multiple metrics and processes 
are in place: (1) before the project began, a baseline of the demographics of FIU’s faculty 
was established as a data toolkit that has been monitored and updated annually with 
special attention to women of color. (2) During the project, the number of events, 
workshops, and activities and their attendance has been documented. Most of the 
events have been promptly evaluated by participant feedback surveys. (3) Since 2011, 
FIU has participated in the Harvard COACHE faculty satisfaction survey conducted 
once every three years. The COACHE survey has been used to guide and assess the 
impact of institutional interventions toward inclusive excellence. Results from the 2020 
survey were presented in last year’s report but showed a decrease in the areas of 
concern addressed by AWED’s programs (mentoring, tenure and promotion, and 
overall faculty satisfaction of women and underrepresented minority faculty). 
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Achievement Report for Areas of Improvement Pertaining to Academic Services, 
Programs, and Student Enrollment (Identified Last Year) 
The FIU FTIC enrollment data reflects that approximately 61% of students were female, 
and 39% were male for the 2020-2021 academic year. There was an increase from Fall 
2020 to Fall 2021 by 5%. 88% of full-time FTICs enrolled at FIU were underrepresented 
minorities in Fall 2021. This percentage slightly improved over the previous Fall 2020 
metric, where 87% of full-time FTICs enrolled at FIU were underrepresented minorities. 
Students from Hispanic backgrounds made up the most significant percentage increase 
in this metric. The retention rate remained the same as the Fall 2020 cohort. Across the 
various racial and ethnic groups, the retention rate increased by at least 1% or stayed 
the same except for the White category, which decreased by 1%. The retention rates for 
female students increased by 2% and decreased by 2% for male students. FIU has a 67% 
graduation rate for all full-time FTICs. This cohort’s graduation rate remains consistent 
with the previous year. Female and male students in this group experienced a 1% 
increase in the graduation rate compared to the last year's report. As compared to the 
2014-2020 cohort, there were increases in the percentage of graduates for Asian (75%, up 
from 74%), Hispanic (70%, up from 69%), and White (59%, up from 58%) students. 
 
For Fall 2021, there were 7,069 Florida State College System transfers. This marks an 
approximate 9% decrease from last year’s 7,742 enrollment number but a 5% increase 
from the Fall 2016 enrollment number of 6,731. One-year retention rates for full-time 
FTIC first-year students averaged 91% for Fall 2020. FIU has experienced an increase in 
the number of Bachelor’s, Master’s, Doctorate, and professional degrees awarded 
during the 2020-2021 Academic Year. The number of doctoral degrees awarded to Black 
students increased by 2% from the previous year, but that category remains 
underrepresented.  
 
To ensure continual student engagement during the pandemic, our student services 
areas created flexibility and creative ways to provide services to our students. The 
Panther Success Network advising system was equipped to handle online/virtual 
appointments (since they also advise students enrolled in fully online programs), so the 
transition occurred quickly and relatively seamlessly. The university resumed normal, 
in-person operations in the Summer of 2021; however, students benefited from the 
flexibility of online advising appointments, so students now have the option of 
choosing in-person or remote advising appointments. In survey responses, students 
have indicated that they appreciate this flexibility.   
 
The Healthy Living Program (HLP) – the main programming/outreach arm of Health 
Promotion Services (HPS) – stepped outside of normal operations to meet the changing 
demands of our students throughout the pandemic. Both on-campus and remote 

PART VI. AREAS OF IMPROVEMENT/ACHIEVEMENT 
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services on the nine dimensions of wellness were offered in AY 2020-2021. Our 
Counseling and Psychological Services (CAPS) quickly adjusted to remote services and 
continued to add and improve our service options and procedures throughout the year. 
Despite adjusting to remote operations, services remained available since the first week 
the university went remote. CAPS also created multiple student forums and support 
spaces to help students struggling due to the pandemic (including student caregivers) 
and those struggling to understand and/or cope with the issues surrounding racial 
tensions and social justice in our society. All programming for Intramurals between 
March 2020 to October 2020 was virtual, and all Sport Club activities were canceled 
during this time. In Fall 2020, we received approval to return to modified in-person 
programming. Spring 2021 was a gradual return to pre-pandemic programming. 
Despite these barriers, efforts to increase students who identify as female were 
implemented in both virtual and in-person programming during the 2020-2021 
academic year. IM implemented specific marketing to target previous female and co-rec 
participants to fill open and co-rec leagues. 
 
Consistent with global workforce trends during that timeframe, the number of student 
employees declined in 2020; however, it did not completely stop. Almost immediately, 
students performing work that could be accomplished remotely remained employed 
productively. Throughout the remaining months of the measurement period, the 
number of student employees steadily increased. Many student jobs were not suitable 
for remote work. With remote work limitations, the Career Ready program resources 
were redirected to utilize a new approach to student employee development. In 
collaboration with the Office of Academic and Career Success, a pilot program was 
developed and launched to provide micro-credentialing for students on Resilience, 
Initiative, and Fundamentals of Financial Literacy. These professional development 
opportunities for student workers provided compensated job training time. This 
structured approach to using otherwise lost work time helped build career skills for 
student employees whose work had been suspended.  
 
Areas of Improvement Pertaining to Academic Services, Programs, and Student 
Enrollment (This Year) 
During the academic period of 2020-2021, the pandemic impacted our students, faculty, 
and staff. Even with the impact of the pandemic, FIU made progress with improving 
diversity, equity, and inclusion across the measured areas. There are a few areas that 
have been identified for improvement. In reviewing FTIC enrollment, although the total 
number of FTIC students enrolled at FIU has decreased from 4,159 in Fall 2016 to 2,872 
in the Fall of 2021, there was an increase from Fall 2020 to Fall 2021 by 5%. This area is 
still an area identified for improvement.  
 
Another area of improvement is the number of transfers from the Florida State College 
System. The number of transfers decreased by 9% from last year’s 7,742 enrollment. In 



   
 
 

152 
 
 

reviewing the awarded degrees from AY 2019-2020 to AY 2020-2021, the number of 
doctoral degrees awarded to Black students stayed the same and decreased by 10 
degrees for Hispanic students. No doctoral degrees were awarded for Native 
Hawaiians/Other Pacific Islander and American Indian/Alaska Native categories in the 
AY 2020-2021. In previous years we have identified recruitment and retention of Black 
and Hispanic doctoral students as a primary goal for our graduate programs (1% 
increase per year). However, numbers for Black students stayed the same, and Hispanic 
students decreased compared to last year. 
 
For student services, an area of improvement within the Club and Intramural Athletics 
is to increase overall participation in the program, policies, and procedures that can be 
perceived as barriers to participation. This effort will be accomplished through the IM 
Sports End of Year Participant Feedback Survey and feedback from staff members. 
Additionally, 2021-2022 will be a return to full programming, which will provide 
increased opportunities for an overall increase in participation and team numbers, as 
well as unique participants, which will be achieved by targeting and including students 
who will be returning to campus for the first time in 2021-2022.  
 
In Student Financial Assistance, across the majority of funding sources, aid distribution 
by ethnicity and gender is representative of the student population, but Black or African 
American students represent only 9.5% of scholarship recipients when they make up 
12.5% of the student body. The Gold and Blue levels I and II scholarships comprise 
most of our institutionally funded scholarship awards. The standardized test score has a 
very large weight in this strategy.  Our current data indicate that fewer of our Black and 
African American applicants have standardized test scores that meet our “merit” 
scholarship criteria than other populations.   
 
In Housing, we will continue 1) creating an environment that helps students 
understand other residents by putting themselves in their place and 2) creating an 
environment that helps students benefit from the interactions with residents who are 
different from themselves.  
 
In student employment, there is an opportunity to adapt manager training for use by 
students serving in leadership roles. The population of students supervising other 
students was greater than previously known. This new observation uncovered an 
opportunity to develop introductory supervision training. Student employees with 
supervisor training could provide a competitive advantage for graduates entering the 
job market.  
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Achievement Report for Areas of Improvement Pertaining to Gender Equity in 
Athletics (Identified Last Year) 
The women's programs continue to thrive, led by our swimming and diving program, 
which won its seventh consecutive Conference USA Championship in 2021. In the 
dominant performance by the swimming and diving team, they swept all the 
superlatives for the conference, including swimmer of the meet, swimmer of the year, 
diver of the meet, diver of the year, coach of the year, and diving coach of the year. The 
FIU Swimming and Diving extended the streak of being the first program in Conference 
USA history to win seven consecutive postseason championships in any sport. The year 
was cut short due to COVID. 
 
Areas for Approvement Pertaining to Gender Equity in Athletics (This Year) 
The female undergraduate enrollment rate continues to trend on the increase nationally, 
even withstanding the athletics participation difference remains in the allowable 3-5% 
difference at 4.56%. In 2020 the second consecutive year, the student-athlete male 
participation rate decreased while the female participation rates increased. This is a 
significant result achieved with our efforts to reduce the gap in male vs. female 
participation rates (roster capping for men and encouraging females to walk on). These 
efforts will continue. The plans continue to address the disparities between the softball 
and baseball facilities. The athletics department recognizes that this has been an area of 
improvement for more than three academic years. The new athletics department’s 
leadership has prioritized the need to address the significant differences between the 
baseball and softball facilities by 2024. In 2021, the windscreens and padding for the 
outfield wall were purchased for softball. MOBIO Architecture hired and created a 
concept design plan for the enhancements to the softball facility. 
 

Achievement Report for Areas of Improvement Pertaining to Employment 
(Identified Last Year) 
 
In accordance with the university’s Affirmation Action plan, the following table 
describes the previous Affirmative Action plan’s seven (7) goals achievement and the 
2020-2021 goals for FIU, as well as the good-faith efforts the university made in those 
job groups where goals were established. Affirmative Action Program numerical 
placement goals have been established pursuant to 41 C.F.R. § 60-2.16 and § 741.45 and 
do not represent rigid and inflexible quotas, nor do they provide for preferential 
treatment on the basis of race, color, religion, sex, sexual orientation, gender identity, 
national origin, disability, or veteran status 
 

Areas for Approvement Pertaining to Employment 
For employment representation, the Fall 2021 number of female tenured, tenure-track, 
and non-tenure-earning or faculty in the non-tenure category increased compared to the 
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conducted in 2010 and the COACHE Faculty Satisfaction Survey in 2011. The Harvard 
Graduate School of Education administered the COACHE survey to assess faculty 
satisfaction on 25 measures, including appreciation, departmental collegiality, 
mentoring, work resources, leadership, governance, teaching, and benefits. It compares 
the responses of FIU faculty to those of faculty at five peer institutions selected by the 
participating institution and to a 110-member cohort of other participating institutions. 
An “area of strength” is when the institution scores first or second among the selected 
peer institutions and in the top 30% of the cohort institutions. An “area of concern” is 
where the institution scores fifth or sixth among the selected peer group and the bottom 
30% of the cohort.  

The 2011 COACHE survey indicated a lack of mentoring as one of the faculty’s primary 
concerns. In response, Dr. Suzanna Rose, as part of the ADVANCE PAID grant, 
established the Faculty Mentor Program to serve the colleges housing the sciences, 
engineering, and social and behavioral sciences. Subsequently, the 2014 COACHE 
survey identified faculty mentoring as an area of strength. This program has since been 
extended to all faculty in all colleges. The NSF-funded PAID project continued to have a 
positive impact. By 2015, women represented 18% of tenure-track STEM positions, an 
increase of 7% over five years. The FIU PAID activities were institutionalized in 2016 
with the establishment of the Office to Advance Women, Equity and Diversity (AWED) 
and the appointment of Dr. Suzanna Rose as Associate Provost as part of the Office of 
the Provost, with substantial funding being provided by Academic Affairs to fund this 
unit.  
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B. UNIVERSITY GUIDELINES FOR EQUITABLE ASSIGNMENTS FOR 
INSTRUCTIONAL FACULTY 
The text below is from the Florida International University Board of Trustees and The 
United Faculty of Florida-FIU Collective Bargaining Agreement 2018-2021, pp. 57-58: 
 
(4) Equitable Opportunity. Each employee shall be given assignments that provide equitable 
opportunities in relation to other employees in the same department/unit, to meet the required 
criteria for tenure, promotion, successive fixed multi-year appointments, and merit salary 
increases.  

1. (A)  For the purpose of applying this principle to promotion, assignments shall be 
considered over the entire period since the original appointment or since the last 
promotion, not solely over the period of a single annual assignment. The period under 
consideration at this university shall not be less than four years.  

2. (B)  For the purpose of applying this principle to tenure, assignments shall be considered 
over the entire period of tenure-earning service and not solely over the period of a single 
annual assignment.  

3. (C)  If it is determined that an employee was not provided an equitable opportunity for 
tenure, as described in this section, the employee may be awarded an additional period of 
employment requiring the university to provide the equitable opportunity as described 
herein. In ensuing assignments, the Provost or designee must enforce the decision 
regarding equitable opportunity.  
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The data include the composition of the college-level Tenure and Promotion (T&P) 
committees for all colleges that award tenure. There is no university-level T&P 
committee. All but one of those, the College of Medicine, had tenure applicants in 2020-
2021. The demographics of the tenured faculty in each department that had tenure 
applicants are also reported, as these are the faculty that vote on tenure decisions. There 
are no department-level T&P committees. Additionally, the School of Hospitality 
Management and Tourism and the College of Law have no departments. For Law, all 
tenured faculty serve on the college-level committee. 
 
To ensure equitable evaluation of all faculty, FIU’s Office to Advance Women, Equity, 
and Diversity (AWED) initiated required STRIDE workshops for all college-level T&P 
committee members. The description of the program is provided in Part V and repeated 
here: 
 
STRIDE Tenure and Promotion (T&P) Workshops: These workshops were developed to 
recruit, retain, and promote more women and minority faculty at FIU. This training was 
partially implemented in 2018-2019 and, beginning in 2020-2021, is now required for all 
College T&P committee members, Department Chairs, and Deans every five years. New 
committee members, department chairs, and deans should attend in their first year of 
appointment. Topics covered include implicit bias, stereotype threat, bias in student 
evaluations of teaching, types and amounts of service, and the cumulative effects on 
career progression of women and underrepresented minority faculty. Best practices in 
evaluating Faculty tenure and promotion application files are presented, including 
using rubrics tailored to ensure that a faculty member’s annual assignment is 
considered. Chairs are asked to pay special attention to service assignments and 
recognition for female and underrepresented minority faculty for the annual 
evaluations.  These workshops were updated to include the MOU bargained with UFF 
to mitigate the effect of the pandemic on the evaluation of faculty scholarship, teaching, 
and service. 

College-level committees: Of the 82 faculty who served on college-level committees in 
AY 2020-2021, 59% were male and 41% were female. Men were slightly 
underrepresented on the committees compared to their percentage of tenured/tenure-
track faculty (68% in Fall 2020-Spring 2021 when the committees were meeting).  
 
 
 
 

PART VIII. Promotion and Tenure Committee Composition 
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Correction to last year’s report: In last year’s report, 12 White men were mistakenly 
Correction to last year’s report: In last year’s report, 12 White men were mistakenly 
included as members of the College of Business T&P committee. This skewed the 
demographic results making it look as though there was an over-abundance of (White) 
men on T&P committees at the college level, and we noted that this was an area that 
needed improvement. With this year’s correct data, as noted above, this apparent over-
representation was corrected.  

For race/ethnicity, White is the group most represented compared to all tenured faculty 
on the college committees, with 62% of the committee being White vs. 58% of the 
tenured faculty university-wide. The next two most represented groups are Asian (20%) 
and Hispanic (18%). The percentage of Asian faculty on the committees is similar to 
their portion of all tenured university faculty at 23%, but Hispanics are overrepresented 
as they comprise only 12% of all tenured faculty. The representation of Black faculty on 
the committees is equal to their representation among university-wide tenured faculty 
at 5%.   

Overall, the composition of the college-level T&P committees is approximately similar 
to that of the university’s tenured faculty, but White faculty are overrepresented 
compared to FIU’s tenure-track faculty. Care must be taken moving forward to ensure 
equitable support and evaluation of junior faculty through the tenure process to beware 
of unintentional biases or barriers that could impede their progress. In an equitable 
system, the demographics of these senior-level committees should eventually change to 
match that of the current junior faculty across the university. 

The supportive programming FIU’s Office to Advance Women, Equity, and Diversity 
have put in place, such as the Faculty Mentoring Program and the STRIDE workshops, 
is aimed at achieving this goal, but this is a long-term effort. We continue to monitor 
both the faculty demographic data and faculty satisfaction through instruments such as 
the COACHE survey. An example of the success of this approach is the updating of all 
departmental, college, and university T&P guidelines that were implemented in 2019 
because of a previous COACHE survey that revealed faculty confusion and 
dissatisfaction with the T&P process. The 2020 COACHE survey showed that these 
changes had a positive effect, as T&P was no longer an ‘area of concern.’  

Department Committees: As noted above, these data consist of all tenured Faculty in 
departments that had tenure candidates in 2020-2021 – these are the faculty eligible to 
vote on T&P applications. As these are a subset of all tenured faculty, the percentages 
by gender are similar (within 2-3%), and most racial categories are as well. They 
deviate, however, from the demographics of the entire faculty body (including non-
tenure track faculty), which have a higher percentage of women (44%) and 
underrepresented minorities – White faculty made up only 51% of all FIU faculty in the 
2020-2021 year when tenure decisions for Fall 2021 were being made.  
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It should be pointed out that a large number of FIU’s faculty have participated in one or 
more of AWED’s faculty workshops about best practices in equitable faculty 
evaluations, so many of the tenured faculty who vote on tenure for their colleagues are 
likely to be aware of and use these practices.  
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FIU is committed to allocating funds to recruit and retain a diverse workforce and 
student population. In July 2020, the university established the Division of DEI as the 
Equity Action Initiative (EAI) recommended. The university leadership commissioned 
the EAI to identify issues of systemic racism, bias, and inequity at FIU and provide 
actionable steps to eradicate them. That work evolved into the Division of DEI. This 
division is supported by a budget and works with every unit within the university to 
identify and improve diversity, equity, inclusion, and belonging.  
 
Within the Division of Academic and Student Affairs, the Office of Social Justice and 
Inclusion was established to work with students to empower social change; advocate 
for diversity and inclusion; educate for justice and equity, and act with empathy and 
impact. This division offers programs and resources such as Pride Center, the Women’s 
Center, Male Mentoring Initiative, Fundamentals of Social Justice micro-credential, 
Inclusive Language Guide, and scholarships.   
 
The Office to Advance Women, Equity and Diversity (AWED) aims to achieve and 
sustain faculty equity and diversity as an essential element of FIU’s academic 
excellence. FIU’s Diversity Mentor Professor Program is a unique initiative to recruit 
multiple excellent STEM faculty to FIU. The latter has a history of and commitment to 
the mentorship of women and underrepresented minority students in STEM, 
particularly Hispanic and Black or African American students. Diversity Mentor 
Professors participate in FIU’s NSF-funded ADVANCE Institutional Transformation 
Projects focusing on increasing faculty diversity and inclusion, mentoring, advocacy, 
and leadership activities. Two faculty members were designated Diversity Mentor 
Professors as part of this program during Fall 2018.  
 
In July 2020, the Division of DEI was created with a $1.4 million E&G budget allocation 
to ensure the institutional diversity, equity, and inclusion goals are intentionally set 
campus-wide and met. The $1.4M budget breakdown is as follows $1,057,502 for 
salaries, $61,259 for temporary employees, and for $300,337 expenses ($280,150 carry 
forward and $20,187 E&G). This budget helps to accomplish the equity components 
within our university-wide diversity, equity, and inclusion goals. Individual 
department budget plans include specific strategies and a budget allocation that 
support diversity and inclusion among faculty, staff, and students. 
 
 
 
 
 
 

PART IX. BUDGET PLAN 
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A. PRESIDENT’S EVALUATION 

The university President’s performance is evaluated annually consistent with the 
provisions of his employment contract and Florida Board of Governors Regulation 
1.001(5) (f).  The process of assessing the President’s progress toward equity and 
diversity goals begins with the President’s self-evaluation of his annual goals submitted 
to the Board of Trustees (BOT) Chair. The BOT Governance Committee provided 
President Rosenberg with a written assessment of its evaluation. The committee 
presented its written assessment and recommended performance rating for the BOT 
Full Board for approval. Dean C. Colson, Chair of the BOT, led the President’s 
Management Review discussion during AY 2020-2021. June 16, 2021, a specific 
diversity, equity, and inclusion goal of “Significant events or milestones towards fostering a 
culture of belonging and eliminating disparities within the FIU community among 
underrepresented groups” was added to the President’s performance evaluation for the 
2021-2022 reporting period.  
 
The minutes from the Governance adoption can be found on the Board of Trustees 
webpage, as well as the minutes from the June 2021 FIU BOT Meeting that reflect 
President Rosenberg’s “Superior” performance rating. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

PART IX. ADMINISTRATORS’ EVALUATIONS 
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B. TOP ADMINISTRATORS’ EVALUATIONS  
FIU is privileged to have leaders within our community doing an amazing job 
embracing and actualizing diversity, equity, and inclusion initiatives.  In part, it is 
because of leadership support and stated expectations by our most senior leadership.  
In keeping with the university’s commitment to drive change and elevate cultural 
consciousness toward achieving organization goals set within the (DEI Strategy, a 
guidepost for accountability among our FIU executive level administrators was set 
through the Executives’ DEI Accountability Plan.  The goal is to lead by example as an 
extension of the transformative work that the FIU community is being asked to engage 
in.  
 
Components of the Executives’ DEI Accountability Plan include: 

• Complete a review of the DEI Launch (institutional mission and guiding values)  
• View TED Talk by Paloma Medina—Let’s Stop Talking About Diversity (increase 

cultural competence) 
• Identify a DEI Advocate for Division (institutional investment in continual 

learning) 
• Read “Race Talk and the Conspiracy of Silence” by Derald Wing Sue (develop 

leadership expertise and make an institutional investment in continual learning) 
• Annually review hires, promotions, terminations, retention, and reward 

strategies as well as demographic make-up (evaluation and assessment) 
a. Assess racial and gender gaps identified (evaluation and assessment) 
b. Establish an improvement plan for diversity, equity, inclusion, and 

belonging   
• Create DEI initiative within Division/Unit/Office based on the outcome of 

analysis to address findings (Building trust and respect across stakeholder 
groups) 
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Thomas Giles, Program Coordinator 
Sanyo Mathew, Assistant Vice President for Student & Academic Affairs 
 
Office of the Provost and Executive Vice President 
Office of Planning and Finance 
Barbara Manzano, Associate Provost, Planning and Finance 
Abilene Pinzon, Assistant Director of Academic Support Services 
 
Advance Women, Equity and Diversity (AWED) 
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Division of Human Resources 
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