
Institutional Assessment Report: Academic Cost Center  

POC: Katherine Cermak, Associate Dean for Planning & Assessment  

September 16, 2020 

 
PART ONE:  Executive Summary of Findings 

1. Center for Academic Excellence operations. 

Last year 70% of the Brigade of Midshipmen participated in one or more of the programs offered by the 
Center for Academic Excellence (CAE).  This and the high percentage of students with 4.0 GPAs who use 
the Center suggest that not only is the Center well utilized, it is done so without the stigma sometimes 
associated with academic support areas.  Repeat visits and surveys of midshipmen indicate high levels of 
satisfaction with the services provided by the CAE.  Assessment of the effectiveness of services is 
challenging given the voluntary and intermittent nature of the clientele, however, the CAE has created 
plans to examine their impact on student learning, the AY20 plans were derailed due to COVID, but the 
CAE will implement in AY21 conditions permitting.   

2. Equity, diversity, and inclusivity actions. 

The Office of the Academic Dean & Provost, with assistance from Human Resources, has worked with 
academic departments to support recruitment strategies that reach as many potential candidates as feasible 
and to ensure equitable employment practices.  Progress in shaping a more diverse faculty is most 
accurately described as both incremental and positive.  The monitoring of midshipman majors selection 
continues to largely reflect that midshipmen often choose majors that have faculty role models with 
whom they share demographic traits.  Finally, new and existing activities are being used to increase 
equity, diversity, and inclusion throughout the cost center beginning with the hiring process, at New 
Faculty Orientation, and through offerings within academic areas and partnering with others across the 
Academy. 

3. Stabilizing faculty development funding. 

It was not possible to provide meaningful assessment information regarding any expended funds due to 
the COVID required cancellation of the majority of spring and all summer/early fall professional travel 
and the reallocation of funds to purchase technology and safety supplies.  Internal faculty development 
was provided by the Center for Teaching & Learning to meet the immediate needs for technology training 
and pedagogy for remote learning.  This has continued into the Fall with the integration of the hy-flex 
teaching model. 

PART TWO:  Progress report on Cost Center/functional unit/program outcomes from the past 
academic year 

1. Assessment of the Center for Academic Excellence (Operations and Impact) 

The Center for Academic Excellence (CAE) supports the Strategic Plan 2020 Initiative regarding, “ 
Exemplary People...Recruit, admit and graduate a talented and diverse Brigade of Midshipmen… .whose 
attributes and educational and experiential preparation meet the Navy and Marine Corps’ current and 
future requirements…”  Additionally this goal supports the Master Academic Plan with regard to “better 
enabl[ing] the development and support of programs for all midshipmen seeking to improve their 
academic performance.”  
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There were three metrics laid out in the past academic year for measuring this outcome: tracking of 
midshipmen support and instruction activities, surveys or interviews with stakeholder, and assessment of 
learning.  

● Tracking of midshipman support and instruction activities 

The CAE offers a number of programs, which generally all fall into the following categories:  
1. Advanced Learning Skills Programs 
2. Midshipmen Group Study Programs 
3. Professional Tutoring 
4. Supplemental Instruction 
5. The Writing Center 

The CAE has a robust tracking system, supported by the Starfish software platform.  A summary of the 
usage data from AY20 is provided below. The first number in each cell describes the number of visits and 
the number in parenthesis describes the number of individual/unique students. 

Table 1.1: 

 

In total, the CAE had 45,811 total visits last year, with 3,114 individual students using their services. 
This represents 70.7% of the Brigade of Midshipmen. There has also been remarkable growth in the usage 
of the Academic Center over the past decade, as is shown in the table below: 
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Table 1.2: 

 

Given the adage “you vote with your feet” it is clear that the Brigade sees value in the programs provided 
by the CAE. Also, the wide utilization of the CAE demonstrates that it is viewed by midshipmen as a 
resource for the entire student body, and not a particular sub-group.  

● Surveys or interviews with stakeholders from across USNA to determine the impact and satisfaction 

Student users of CAE services are routinely surveyed to assess their satisfaction with the programs in 
which they have participated. Students routinely report high levels of satisfaction in these surveys. 
Participants in the learning skills classes are also surveyed regarding the extent to which they have 
utilized the techniques learned in these classes.  An example of the data collected in the learning skills 
courses is shown below. 

Chart 1.2: 

  

Spring AY19 assessment data for XX104: Responses to  the question of how often the students are applying the 
learning skills taught in the course. The y-axis represents the number of students with that reply.  

The midshipmen leaders in the Midshipman Group Study Program (MGSP) and Writing Center programs 
also participate in a peer observation program each semester where the leaders observe one another and 
provide formative feedback.  Both programs are also supervised by CAE staff members who observe, 
guide, and grade the midshipmen leaders who are enrolled in a one-credit course that supports this effort. 
The MGSP Coordinator also routinely surveys the faculty in the courses supported by MGSP to assess 
their satisfaction with the program and the level of communication between MGSP leaders and the 
faculty.  

The Writing Center routinely works with faculty to determine the workshops that they offer over the 
course of the year.  These offerings have evolved significantly since their introduction in 2013, in direct 
response to student and faculty feedback.  Now, the only workshops offered, other than their popular 
Public Speaking workshops, are those specifically requested by particular faculty members.  In the new 
system, the Writing Center reaches out to faculty at the beginning of the year with a list of workshop 
general topic options that reflect the expertise of the Writing Center’ staff.  Then once a general topic is 
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selected, the professional tutor works with the faculty member to tailor the workshop to meet the needs of 
a particular class.  This shift to request-only workshops has yielded much greater student attendance and 
the side-benefit of increased collaboration with departments across the Yard.  The faculty members 
involved in these workshops have reported high levels of satisfaction with these activities. In future years 
the Writing Center will formally survey or focus group these faculty members in order to collect 
assessment data on the efficacy of these programs. 

The level of connection between the academic departments and the CAE programs that support their 
particular courses varies. The CAE Chemistry supplemental courses are another area where there is close 
collaboration between faculty members and the Academic Center.  For example, a Chemistry Learning 
Specialist has been working with members of the Chemistry department to assess the efficacy of the 
chemistry supplemental instruction courses. A goal in future years is to add faculty surveys or other 
feedback mechanisms for all CAE programs. 

● Assessment of Learning 

The following table summarizes the learning outcomes and assessment strategy for each of the CAE 
program categories.  

Table 1.3 

Learning Outcomes by Program 
Assessment Strategy 

Planned activities in 
italics 

Advanced Learning Skills Program 
Students will be able to: 

1. Generate an understanding of their learning strengths and weaknesses. 
2. Successfully apply learning techniques-- which may include strategies for time 

management, note-taking, memory development, concentration, and test 
preparation-- to their academic courses. 

3. Demonstrate ownership and responsibility for their personal learning process 
and learn to seek appropriate resources inside and beyond CAE’s services to 
facilitate learning goals. 

4. In Ace Reader, increase their reading speed while maintaining comprehension. 

Student surveys (1-3) 
Academic performance 

records 
Ace Reader 

before/after testing 
(4) 

 

Midshipmen Group Studies Program 
Students will be able to: 

1. Identify and explain areas of concern related to a particular course or subject, 
and collaborate with student tutors to learn and apply strategies for improving 
their understanding of these concepts. 

2. Interpret learning outcomes for a particular course in order to guide study and 
work effort within that class. 

3. Effectively articulate personal teaching and learning preferences as well as 
those that have proven most effective to students’ learning. Identify methods 
that are less effective and develop “bridging” mechanisms to enhance learning 
potential. 

4. Demonstrate ownership of and responsibility for their personal learning 
process and learn to seek appropriate help inside and beyond CAE’s services 
as needed. 

MGSP Leaders will be able to: 
5. Learn and demonstrate small group facilitation techniques in order to promote 

higher order thinking in students who attend their weekly group study sessions. 

Student surveys (1-4) 
Peer observation (5,6) 
Faculty & MGSP 

Supervisor 
observation (5,6) 
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6. Practice and improve their leadership and management skills through their 
roles as MGSP mentors and supervisors. 

Professional Tutoring Program 
Students will be able to: 

1. Understand and identify the basic, intermediate, and advanced concepts of a 
course or subject, and comprehend the importance of mastering fundamentals 
before progressing to more complex subject material. 

2. Interpret learning outcomes for a particular course in order to guide study and 
work effort within that class. 

3. Effectively articulate personal teaching and learning preferences as well as 
those that have proven most effective to students’ learning. Identify methods 
that are less effective and develop “bridging” mechanisms to enhance learning 
potential. 

4. Demonstrate ownership of and responsibility for their personal learning 
process and learn to seek appropriate help inside and beyond CAE’s services 
as needed. 

Student surveys (1-4) 
Faculty surveys (1-4) 

Supplemental Instruction Classes  
Students will be able to: 

1. Understand and identify the basic, intermediate, and advanced concepts of a 
course or subject, and comprehend the importance of mastering fundamentals 
before progressing to more complex subject material. 

2. Interpret learning outcomes for a particular course in order to guide study and 
work effort within that class. 

3. Effectively articulate personal teaching and learning preferences as well as 
those that have proven most effective to students’ learning. Identify methods 
that are less effective and develop “bridging” mechanisms to enhance learning 
potential. 

4. Demonstrate ownership of and responsibility for their personal learning 
process and learn to seek appropriate help inside and beyond CAE’s services 
as needed. 

Student surveys (1-4) 
Faculty surveys (1-4) 
XS targeted quiz 

questions (1-4) 

The Writing Center (TWC) 
Students will be able to: 

1. Identify and explain areas of concern in their writing and collaborate with 
tutors to learn and apply strategies for effective revision, not only for their 
current papers but also for future writing projects. 

2. Improve in various writing skills that range from invention to arrangement and 
style, including citation and formatting proficiency. 

3. Summarize the tutorial session and evaluate if their needs were met, with 
opportunities for feedback. 

Peer Writing Tutors will be able to: 
4. Generate a set of concrete strategies and techniques to use in writing and 

investigate the pedagogical theories underlying the tutorial approach to writing 
instruction 

5. Cultivate a reflective practice in tutorial teaching by developing good habits of 
processing both successes and continuing challenges in writing consultations. 

6. Practice selfless leadership through implementing innovative methods to offer 
midshipmen proficient writing help by articulating constructive criticism in a 
professional manner.  

Student surveys (1-3) 
TWC Supervisor 

observation (4-6) 
Faculty surveys (2) 

Most of the outcomes are assessed through student surveys and tutor observation as described above. One 
area to explore in future years will be to expand the use of faculty surveys as a way of measuring the 
faculty’s perception of the efficacy of these programs. Also being considered is the use of a qualitative 
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data analysis software program such as NVivo to make more use of the data that we already collect.  For 
example, the students who use the Writing Center for one-on-one tutoring begin every session by writing 
their goals for the session and finish each session by writing out their plan of action.  In addition to being 
an excellent practice for developing self-reflective learners, this also might provide a means of directly 
assessing learning related to understanding writing as a process, applying strategies for effective revision, 
and improved ability to identify their needs.  

In 2019 the CAE examined XX104 (Advanced Learning Skills) enrollments and the correlation between 
course participation and academic deficiency rates.  They found that for plebes with a fall QPR <2.0, the 
students who were enrolled in XX104 in the spring outperformed their peers who were not enrolled in the 
course. This analysis suggests that there are additional students who might benefit from fall enrollment 
(or a mid-semester start) in the XX104 course.  

The Ace Reader program has a “baked in” assessment method. Students who enroll in this program take 
an initial assessment test that measures their reading speed and comprehension.  This test is then repeated 
at the end of the 3-4 week course.  In 2019 (the last year that this data was collected), the average 
improvement in reading speed, as measured by word per minute, was 30% for the 81 students who 
participated in this program, and 87% of the participants demonstrated some level of improvement.  

There were plans in place last year to pilot a similar embedded assessment assignment in the Chemistry 
Supplemental Instruction courses. This plan was not completed due to the COVID interruption of the 
Spring semester, but it will be reattempted in this upcoming year.  If this exercise yields useful assessment 
information then the method could be applied to other supplemental instruction courses.  

It is notable that CAE operations continued seamlessly through the sudden transition to on-line activities 
in the Spring of 2020.  Many students reported that they found the support and stability of their 
connection to the CAE staff to be a great source of comfort as they navigated this difficult transition.  

To summarize, in spite of the interruption of the pandemic, there was remarkable progress in the 
outcomes related to CAE assessment.  

2. Equity, diversity, and inclusivity actions. 

The academic cost center continues to work on the goal of assessing and strengthening Equity, Diversity, 
and Inclusivity in terms of fostering a climate that is supportive of this goal; recruiting and retaining 
faculty and staff from underrepresented groups; and ensuring that midshipmen are welcomed to majors in 
areas where they have both aptitude and passion.  This assessment goal is related to USNA’s Strategic 
Imperative #3 to refine recruiting and retention strategies to ensure diversity among faculty, staff, and 
coaches; Initiative #3, Exemplary People, to recruit, admit and graduate a talented and diverse Brigade of 
Midshipmen; and the Master Academic Plan goal of advancing and enhancing equity, diversity, and 
inclusivity.  

● Reports on faculty/staff recruitment strategies from departments with searches; 

Recruitment strategy and process changes to improve inclusivity and diversity in the search process. 

❏ Over the two last years, the Academic Assembly has discussed implementing a Diversity 
Search Advocate program to be applied to all new faculty searches. A framework for a Diversity 
Search Advocate (DSA) program at USNA was developed.  Search committees from several 
departments conducting faculty searches in the AY20 cycle had a DSA as part of the committee 
to pilot the program.  For the AY21 search cycle, Dr. Georgina Dodge provided some training 
and perspectives to a group of faculty and staff willing to serve as DSAs on searches.   
❏ Tenure track faculty search committees in AY21 all have a member of the search committee 
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with the role as a DSA.  

Information for candidates participating in an on campus interview for open USNA faculty positions: 

Table 2.1 Demographic Information for 2018 - 2020 Faculty Searches 

 

● Demographic breakdown of the faculty. 

The faculty are composed of civilian and military officers, and in 2019 the civilian faculty were 34% 
female and 66% male.  The military officer faculty gender representation was heavily male, with 86.1% 
being male and 13.9% female.   The School of Humanities and Social Sciences has the greatest 
percentage of female faculty followed by the School of Mathematics and Science, and finally the School 
of Engineering and Weapons.   Racial diversity within the academic schools continues to increase but 
very slowly, with the faculty identified as belonging to a minority group being 9.7% in Engineering and 
Weapons, 12.9% in Humanities and Social Sciences, and 12% in Math and Science.  A table with 
department level information is available in Appendix 1. 

● Demographic breakdown of majors. 

With the assistance of Cathy McGuire in Institutional Research, information regarding midshipman initial 
majors preference (January of their 4/C year), major selection (March of 4/C) and major at graduation 
shows trends in majors with demographic information.  While there is some shifting of majors over three 
years, the School of major preference and School of major at the time of graduation tends to be quite 
stable.  Even after attrition of about 10%, the choice of major at graduation has been within a few 
percentage points of the original preference selection.   

Similar to previous years, Humanities and Social Sciences had greater female midshipman representation 
than the Brigade as a whole by 2 to 6 percentage points.  The same is true in Mathematics & Science with 
female midshipmen being 5 to 7 percentage points.  Male graduates have been proportionately higher than 
the Brigade average, by 6 to 11 percentage points, in Engineering and Weapons.   
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Table 2.2 Majors Preference as compared to Final Major at Graduation for Classes of 2018-20 by Gender 

 

The differences between midshipmen who identify solely as Caucasian compared to the aggregate of 
other racial/ethnic groups  (excluding international and those who declined to provide racial/ethnic 1

information) has been less stark than gender differences.  Students from minority or multiple racial/ethnic 
groups were represented in Humanities & Social Sciences and Mathematics & Science from 0 to 4 
percentage points above the Brigade average.  White students were overrepresented in Engineering & 
Weapons by 2 to 6 percentage points.   

1  African-American, Asian-American, Hispanic, Native American, Native Hawaiian or Pacific Islander, 
or multiple response categories selected. 
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Table 2.3   Majors Preference as compared to Final Major at Graduation for Classes of 2018-20 by 
Minority/Majority Status (Excludes international graduates and those who declined to provide information) 

 

On the relatively rare occasion that a midshipman changes majors out of his or her original School, 
Humanities & Social Sciences has received most of these midshipmen into their programs. 

It should be noted that representation of female and minority midshipmen has varied dramatically within 
departments and that the environment and presence of role models appears to be an important factor -- see 
the charts showing the last 3 years for graduation rates by major for female, male, white and minoritized 
populations alongside national demographic data (when available) provided in Appendix 2.   

●  National Survey of Student Engagement information on Inclusiveness and Engagement with Diversity 

Every three years USNA participates in the National Survey of Student Engagement (NSSE).  NSSE is 
used by colleges and universities in North America to measure and compare student engagement.  In 
addition to the base survey, which primarily pertains to academics, USNA participated in the 
Inclusiveness and Engagement with Diversity module that examined student perceptions of their 
university’s emphasis on diversity and inclusion.  The following charts show USNA’s results as a whole 
compared to the responses of midshipmen who selected non-white racial categories aggregated and in 
particular the responses of Black/African American respondents (national comparisons are available in 
Appendix 3).   

Possibly due to COVID, and the transition to on-line learning about ½ way through the collection process, 
response rates for this year (4/C - 36% and 1/C - 19%) are substantially lower than in previous 
administrations.  As a result, analysis should be interpreted with caution before generalizing to the 4/C 
and 1/C as a whole and especially to subgroups.  This information may best be considered in combination 
with qualitative research regarding midshipman experiences.  
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Chart 2.1 - 2.5 NSSE Internal Comparisons by Demographic Information 

 

Several survey items refer to institutional experiences.  The responses from midshipmen representing 
minoritized groups, in the aggregate, look quite similar and sometimes even more positive than the 
Brigade for those same class years, however, the responses of 4/C African American midshipmen are 
notably lower in several instances.   
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Supportive environments for midshipmen of minoritized groups also suggests very different perspectives 
across the Brigade.  2

2  Information is only provided if there were 5 or more total respondents.  Hence Native American, 
Hawaiin/Pacific Islander and 1/C Hispanic are not shown. 
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As previously indicated, response rates during the spring of AY2020 were unusually low and information 
should be generalized with caution.  However, the trends suggest that there is no single USNA 
experience.  Minority, and in particular it appears that African American 4/C midshipmen, are much less 
likely to find the environment (in and outside of the classroom) to be inclusive and are far more likely to 
seek out and participate in activities that support diverse groups. 

● Actions to increase equity, diversity, and inclusivity 

In addition to tracking metrics related to the diversity of our faculty, staff, and midshipman majors, the 
following actions have been undertaken or are beginning (and further information will be available next 
year): 

Center for Teaching & Learning 

The Center for Teaching & Learning continues to support the institution's commitment to 
diversity, inclusion, and equity through workshops and reading groups including Safe Spaces to 
develop LGBTQ allies, reading groups on race and gender, and panels at the annual conferences 
and workshops. 

New Faculty Orientation 

The provosts, deans, and military and civilian faculty facilitators enhanced the portion of the new 
faculty orientation in July (three ½ day sessions intended to familiarize new faculty members with 
the Naval Academy’s values as they are likely to play out in the teaching environment) that 
focuses on the Naval Academy culture by increasing the focus on equity, diversity, and 
inclusivity in the classroom.  Resources for creating an inclusive teaching environment, facilitator 
notes, and dedicated time for dialogue were integrated into the programming. 

Diversity Search Advocate Training 

After learning that diversity advocate training for search committees were becoming 
commonplace at Patriot League schools and through the AAC&U Diversity conference, the 
Academic Dean  & Provost’s Office began researching this programming and, with members of 
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the Academic Assembly, discussing ways to implement the program.   A framework for a 
Diversity Search Advocate (DSA) program at USNA was developed and several departments 
piloted the program in AY20 and will be a part of each academic search in AY21.  In August, Dr. 
Georgina Dodge (an experienced advocate, program developer, and trainer) provided a Zoom 
seminar to 26 volunteer faculty and staff members who have expressed an interest in serving as 
DSAs on searches.   

Discussion:   

In accordance with DoN guidance regarding removing institutional barriers to recruitment and retention 
of a highly skilled workforce and to support midshipmen representing every congressional district and 
territory the Office of the Academic Dean & Provost, with assistance from Human Resources, has worked 
with departments to support recruitment strategies that reach as many potential candidates as reasonably 
possible and to ensure fair and equitable hiring and employment practices.  Progress in shaping a more 
diverse faculty can best be described as incremental.  With regard to female faculty the percentage of 
hires has fluctuated from year to year while the percentage of faculty of color has increased each year that 
it has been monitored.  However, the total number of faculty hires tends to be relatively small (as is 
expected given staffing requirements and a healthy tenure system).  This work continues as the DSA 
program is being integrated into the hiring process.  

The information presented regarding hiring and majors selection will be shared with the leadership in 
schools, divisions, departments, and academic support offices to monitor trends and support their 
inclusion efforts.  Research shows that role models with shared characteristics are beneficial to the 
recruitment and continued engagement of underrepresented groups in academic programs (as well as 
professional communities as demonstrated at West Point).   This is evident in the choices midshipmen 3

make with regard to major.  NSSE results further suggest a need to continue improving integration and 
support to all members of the Brigade.  The academic cost center will continue to find ways to create an 
inclusive environment for all faculty, staff, and midshipmen leveraging existing resources and taking 
advantage of opportunities as they arise.   

3. Stabilizing faculty development funding. 

Stabilizing faculty development funding is related to USNA’s Strategic Initiative #3, Exemplary People, 
to attract, develop, and retain faculty, staff and coaches who exemplify the highest professional standards 
and who educate, enrich and inspire a talented and diverse Brigade, and the Master Academic Plan goal of 
supporting learning by filling technical staffing vacancies and supporting faculty leadership within their 
respective fields through scholarly activity in research and teaching. 

● Indirect Cost Recovery (ICR):   In FY19 the Naval Academy continued to implement a modest 
percentage upcharge on all external funds coming to USNA: 5% on Navy funds, 10% on other 
government funding (NSF, NIH etc.), and 15% on funding from the private sector.  These charges are 
designed to cover the cost of administering and managing the funding, hence the phrase indirect cost 
recovery.  In FY19, the application of indirect costs resulted in the recovery of $720,519 when applied 
only to labor charges.  This amount covered 79% of the cost of the ten staff members who have been 
identified with reimbursable research activity at the institution. Of the ten members, five reside in the 
Research Office, four in the Comptroller Office and one in ITSD. 
 

3Michael S Kofoed and Elizabeth McGovney. The effect of same-gender and same-race role models on occupation choice: 
Evidence from randomly assigned mentors at West Point.  Journal of Human Resources, pages 0416–7838r1, 2017.  
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In FY20, as of 31 July, $610,190 of indirect cost dollars have been recovered and applied to labor 
charges of the ten staff members described earlier. This amount has covered 67% of the total labor cost 
associated with the administration of the institution’s reimbursable research program. 
 
The current model, in place since FY17, was implemented with the goal of supporting 8 staff members, 
however, additional employees have been identified as partially or fully supporting the research enterprise 
resulting in the current figure of 10.  In order to more accurately support the salaries of these employees, 
the Dean of Research is collaborating with the Office of the Comptroller to determine the appropriate 
percentage (again in 3 tiers) for indirect cost recovery to support labor costs with the intention to 
implement the revised model as funding agreements are designated in the new fiscal year.  This 
“re-calibration” of the indirect cost recovery percentages is a task to be completed as soon as possible. 

● travel and professional development funding with a target level of $600,000 

There has been no substantive change with regard to achieving the target level of appropriated funding 
associated with professional development.  However, it is not possible to provide meaningful assessment 
information regarding any expended funds due to the COVID required cancellation of the majority of 
spring and all summer/early fall professional travel and the reallocation of funds to purchase technology 
and safety supplies.  Due to the pandemic, external professional development was replaced with internal 
faculty development that met immediate training needs.  The Center for Teaching & Learning (CTL) 
departed from its standard in-person pedagogical programming and very quickly stood up training on new 
and existing technologies for remote learning (workshops in the four days following spring break and the 
periods prior to the summer and fall terms).  Additionally, CTL has coordinated the sharing of best 
practices across the entire academic enterprise (and all others are welcome to and regularly do attend) 
through regular online meetings, moving the annual teaching and learning conference online and focusing 
on engaged teaching with technology, providing remote “back to school” workshops, and providing 
on-demand remote teaching resources (from quick start guides to video tutorials) on their website.  This 
does not take the place of discipline specific professional development needed to maintain and build 
expertise within a field nor to keep junior and mid level faculty on track for promotion; hence, progress 
again will be tracked for the coming year. 

 

PART THREE:  Goals and Outcomes for Academic Year 2021 

During the coming year the Office of the Academic Dean & Provost has decided to retain the goals 
assessed in AY21: 

Goal 1:  The Center for Academic Excellence operations and impact. 

The Center for Academic Excellence (CAE) supports the Strategic Plan 2030 Goal 1, “Develop 
midshipmen in mind, body, and character to lead effectively as naval officers.” and the Strategic Area of 
Excellence, Academic Excellence with regard to, “...Provid[ing] mentorship and support services that 
enable and promote the highest levels of intellectual development and academic achievement.” 
Additionally this goal supports the Master Academic Plan with regard to “better enabl[ing] the 
development and support of programs for all midshipmen seeking to improve their academic 
performance.” 

Metrics may include: 

● Expanded use of faculty surveys or focus groups.  
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● Explore how our current student surveys might be utilized to assess the efficacy of CAE programs 
beyond student satisfaction. 

● Pilot an embedded assessment tool within the supplemental instruction courses tied to plebe 
chemistry.  

● Examine tutor notes in the Writing Center for student progress in learning about the writing 
process. 

Goal 2:  Equity, diversity, and inclusion actions. 

The Academic cost center will retain the goal of assessing and strengthening Equity, Diversity, and 
Inclusion in terms of fostering a climate that is supportive of this goal; recruitment of faculty and staff 
from underrepresented groups; and percentage of midshipmen from underrepresented groups majoring in 
STEM fields. However, we plan to also include information on the number of activities being undertaken 
to improve equity, diversity, and inclusivity within the cost center.  While this information may not be as 
amenable to quantitative measures, the work is meaningful and if done well can be a lasting benefit to the 
institution.  This assessment goal supports the recently released Strategic Plan 2030:  

Goal 1, Objective 1 with regard to valuing the lived experiences and diversity of the Brigade of 
Midshipmen and Objective 4: Strengthen the environment within the Brigade to be more 
inclusive, where all are treated with dignity and respect and in which our diversity makes us 
stronger leaders, better shipmates, and more productive citizens.  

and 

Goal 2 to cultivate a vibrant and inclusive community of role models, continuous learners, and 
leaders who develop the Brigade and contribute back to their professional communities and more 
specifically with Objective 1, to attract a highly qualified, diverse cadre of faculty, staff, and 
coaches who model the highest professional standards and Objective 2, to develop and retain 
faculty, staff, and coaches who educate and inspire the Brigade. 

And also, the Master Academic Plan goal of “Advancing and enhancing equity, diversity, and inclusion.”  

Metrics may include: 

● Updates on the implementation of programs and modifications of policies to create a more 
equitable, diverse, and inclusive environment.  Several groups are emerging, including: 

● The Academic Equity Committee, examining academic policies to identify inequitable 
outcomes and propose solutions. 

● The implementation within the School of Humanities and Social Sciences of deliberate, 
near term actions to hone the curriculum, events, and groups in ways that increase equity 
and inclusivity. 

● Reports of initiatives that support the recruitment and retention of an increasingly diverse 
faculty and staff. and 

● Demographic breakdown of majors for underrepresented groups. 

Goal 3:  Stabilizing faculty development funding. 

The continued focus on assessing faculty development funding supports the recently released Strategic 
Plan 2030  Goal 3, Objective 2 to Cultivate a vibrant and inclusive community of role models, continuous 
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learners, and leaders who develop the Brigade and contribute back to their professional 
communities….Develop and retain faculty, staff, and coaches who educate and inspire the Brigade by: 

 Increas[ing] professional development opportunities for USNA team members to learn and apply 
best practices in pedagogy, coaching, and support services and to advance as experts in their 
fields.   

Expand[ing] and strengthen[ing] mentoring, networking, and affinity programs that facilitate 
increased integration and sense of belonging within the USNA community. [and] 

Ensur[ing] a competitive total rewards system, including compensation, benefits, recognition, and 
career growth programs which strengthens USNA as a desirable, long-term career option. 

And also, the Master Academic Plan goal of supporting learning by filling technical staffing vacancies 
and supporting faculty leadership within their respective fields through scholarly activity in research and 
teaching.  

Metrics may include: 

● the status of the indirect cost recovery model, including an assessment of the funding amounts 
generated by it; 

● number of staff funded through indirect costs; 

● travel and professional development funding with a target level of $600,000; and 

● summer research funding. 

=========================================================================== 

In order to foster transparency the current and previous Academic Institutional Assessment Reports will 
be posted to the Academics webpage after the AEB review is complete. 
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Appendix 1 

AY 2019:  Department Gender Demographic Information  
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Appendix 2 

2018-2020 USNA Majors at Graduation by Demographics with National Comparisons 

The blue and yellow bars in the charts below show the percentage by gender for each major for the last 
three graduating classes, the solid red line (    ) shows the USNA average percent male (77%) across the 
last three years, and the dotted black lines (---) indicate the national average of male graduates in these 
fields in 2018 -- the most recent year available.   The difference between USNA and national averages is 4

for informational purposes only and does not represent a target area  This information is provided per the 
request of Academic Assembly members to facilitate reflection on challenges in these areas at and beyond 
USNA.   

Year over year, female midshipmen have frequently majored in disciplines where female role models and 
mentors are notably present; e.g, Ocean Engineering, English, Chemistry, Languages, and Political 
Science.  This is consistent with research  that shows female students are more likely to take additional 5

courses and perform better in their courses when the first course taken in the discipline is with a female 
professor.  Research suggests that the same may also be true for students of color.  6

The narrative for majors selection of minoritized students is less clear due to the relatively small numbers 
of non-white faculty members.  The bars in the following charts show the percentage by race for each 
major over the last three graduating classes.  The red line (    ) shows the USNA average percent of white 
graduates for the last three years (63%), and the dotted line (---) indicates the national average of 
graduates, who are white, in these fields in 2018.   USNA averages do not include graduates who declined 7

to provide racial/ethnic information and neither USNA nor national data include international students. 
Once again, the difference between USNA and national averages is for informational purposes only and 
does not represent a target area.  Rather, this information has been provided to facilitate reflection and 
conversations regarding the challenges in these areas both internal and external to USNA.   

Charts For each Division, Majors at Graduation by Race/Ethnicity with USNA Percent White/Minority 
and National Averages of Major Completion 

4 This information was obtained from the U.S. Department of Education, National Center for Education Statistics, Integrated 
Postsecondary Education Data System (IPEDS), Fall 2018, Completions -- preliminary.  In some cases the majors codes are 
aggregated across multiple majors; e.g., information is for all engineering fields obscuring that within disciplines there can be 
significant variation. 
5 Eric P Bettinger and Bridget Terry Long. Do faculty serve as role models? the impact of instructor gender on female students. 
American Economic Review, 95(2):152–157, 2005;  
Scott E Carrell, Marianne E Page, and James E West. Sex and science: How professor gender perpetuates the gender gap. The 
Quarterly Journal of Economics, 125(3):1101–1144, 201; and  
Catherine Porter & Danila Serra, 2017. "Gender differences in the choice of major: The importance of female role models," 
Departmental Working Papers 1705, Southern Methodist University, Department of Economics.  
6 Fairlie, R., Hoffmann, F., & Oreopoulos, P. (2014). A Community College Instructor Like Me: Race and Ethnicity Interactions in the 
Classroom. The American Economic Review, 104(8), 2567-2591.  
7 This information was obtained from the U.S. Department of Education, National Center for Education Statistics, Integrated 
Postsecondary Education Data System (IPEDS), Fall 2018, Completions - preliminary.  In some cases the majors codes are 
aggregated across multiple majors; e.g., information is for all engineering fields obscuring that within disciplines there can be 
significant variation. 
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Please note that while NSSE provides statistical comparisons for all data collected, the small sample size 
greatly reduces the likelihood that statistically significant findings are true reflections of the population. 
The results of the survey can be used to describe the perceptions and experiences of those who completed 
the survey, but rather than generalizing to the larger population this information should be used in 
combination with other research or as a starting point for further investigation.   
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