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PART ONE:  Executive Summary of Findings 

1. Assessment of Nimitz Library

Due to budget constraints across the USNA enterprise, Nimitz Library has not been able to maintain its 
existing collection and is significantly limited in its abilities to add to its collections nor has it been able to 
establish itself as a  21st century library consistent with the assertions of Strategic Plan 2020.  Largely 
stagnant or decreasing funding combined with the nature of subscription inflation (averaging 8% a year) 
has resulted in significant cuts in subscriptions and collection purchases.  Faculty indicate that limitations 
in Nimitz’s resources have affected course planning and delivery.  Additionally, the use of the Library as 
temporary swing space for renovation projects and to permanently accommodate classrooms has 
contributed to a decrease in patron space.  Deferred renovations have kept the Library from evolving to 
keep pace with new models of learning, information use, and the creation of new knowledge.  Finally, in 
order to improve the information literacy skills of midshipmen and meet faculty expectations, instruction 
librarians are exploring new ways to develop this skill set within the of 2/C and 1/C years of midshipman 
majors.   

2. Stabilizing faculty development funding.

The effort to achieve a stable level of funding devoted to faculty development continued this 
year. The goal supports strategic imperative number 3 within the Strategic Plan 2020; “to 
attract, develop and retain faculty and staff who exemplify the highest professional standards.” 

The goal of $600K in direct (appropriated) support for travel and professional development was not met 
last year, nor has it been met for several years before that.  In FY19, direct sources provided only $217K 
for this strategic imperative, and the budget/amount earmarked for the coming fiscal year is unknown (but 
the total operating budget available for unrestricted spending is only $500K, so it is clear the goal will not 
be met).  Another $188K of gift funding was used to support faculty development.  Currently there are 
380 civilian faculty, PMPs, and JPMPs along with another ~100 staff for which the Academic Dean’s cost 
center has responsibility for development.  The funding available to develop our faculty and staff is 
inadequate, and presents a funding challenge for recruitment and retention.  The inability to provide 
reasonable assurance of support for development of junior faculty with appropriated funding in 
combination with the lack of support for maintaining and upgrading instrumentation and outfitting 
laboratory spaces is affecting the institutions ability to recruit and retain new faculty.  USNA is not 
meeting faculty development goals. 

3. Equity, diversity, and inclusivity actions.

Across the cost center deans have led conversations on equity, diversity, and inclusivity with 

department and division leaders. Through the Academic Assembly we have made 

considerable effort to have every department and office develop statements on the value of 

diversity to their organization and to draft language for inclusion in open recruitments with 

the majority of recruitments having specific language to encourage applicants who may 
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increase our diversity to apply. We continued efforts to expand the diversity of applicant 

pools with some success this year.  Targeted ads to society subgroups advocating for gender 

or racial diversity resulted in measurable improvements in the diversity of candidate pools in 

a number of searches. Of the 61 individuals visiting the campus for an interview, 37% were 

female, an increase of 4% from last year.  In the AY18 search cycle 22% of candidates were 

non-white, this year 19.6% were non-white, a decline of 2.4%. 

Successful tenure track faculty hires exceeded the candidate pool gender diversity, 50% of 

the tenure track hires were female.   The racial diversity of the hires reflected the racial 

diversity in the candidate pool, with 21.4% (3 of 14) of the tenure track hires being 

non-white. 

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

1. Assessment of Nimitz Library.

Nimitz Library operations and its role in supporting teaching and learning is related to the Strategic Plan 
Imperative to “Establish and maintain state-of-the-art facilities that inspire and support the pursuit of 
academic, professional and athletic excellence” which specifically names the library as a vibrant 
enterprise.  This goal is further articulated in several areas of the Master Academic Plan: “Sustain[ing] an 
impactful library;” “Preserv[ing] our unique position among academic libraries as the premier academic 
naval history, heritage, and science library in the country;” and “Enhancing the library as the Academy’s 
intellectual hub.”  Further, Library services and the expertise of librarians facilitates midshipman 
attainment of information literacy learning outcomes related to critical reasoning (innovative thinkers) 
and effective communication (articulate communicators).  

Nimitz Library supports the Academy’s mission by providing learning environments, information 
resources, and expertise to foster research skills, critical thinking, and a spirit of lifelong inquiry to 
empower midshipmen, faculty and staff to use information effectively and ethically.  

● Library as a Learning Environment

The Nimitz Library is heavily used by midshipmen, faculty, staff, and visitors, with a total gate count of 
251,036 in fiscal year 2018.  In a typical day, the library sees about 1,600 users.  However, Library use 
has decreased in recent years (Chart 1.1), possibly from the prevalence of Library materials available 
online and real time on-line chat access to research librarians. Additionally, the Library’s physical 
infrastructure has not kept pace with evolving practices in pedagogy and scholarship, which impact how 
students use study spaces. As USNA’s curriculum becomes increasingly problem-based with team 
learning approaches, library spaces must evolve to create collaborative, technology-rich spaces that 
facilitate new models of learning, information use, and the creation of knowledge.  
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Chart 1.1 Nimitz Library Gate Count 2013 - 2018 

Nimitz Library is lacking in 
modern collaborative 
working and learning spaces. 
While the main floor received 
new furniture in 2015, the 
majority of the furniture on 
the other 3 floors was 
purchased in 1973.  Patron 
seating has decreased from 
1,500 seats in 1973 to 692 
seats in 2019.  This decrease 
in student-centered space is 
the result of the reallocation 

of existing space to collections and renovations for non-library functions.  Since 1993 Nimitz Library 
space has been used as “flex space” by other academic departments and functions during the time when 
buildings were renovated (Rickover residents the most recent example thereof).   In 2008 library space 
was sacrificed to create additional classrooms.    These factors have further degraded the Nimitz Library 
from the intended function of Midshipmen study space. 

● Provider of Information Resources

Physical and digital library collections are well used.  In FY18, 26,183 items were physically checked out, 
electronic usage showed 51,156 uses of e-books and media, and there were 176,124 uses of subscription 
electronic journals. 

In 2018, 92% of Nimitz’s collections budget was allocated to journals, magazines, electronic databases, 
and other content requiring annual subscriptions. The cost of these subscriptions increases rapidly, as 
shown in Chart 1.2, which depicts the annual cost of the scholarly journal Science.  A line showing a 
constant 8% annual increase, the national average annual inflation rate for library subscriptions, is 
included for scale. 

Chart 1.2: Annual Subscription to Science Online 

The average annual inflation of 
8% for library resources and a 
flat Library budget has resulted 
in significant cuts in library 
subscriptions and few new 
purchases.  Notable and well 
used resources such as Web of 
Science, INSPEC, and Jane’s 
Online (a military database of 
ships and weapons systems), 
none of which can be borrowed 
from other institutions, have had 
to be cancelled.   Funding for 
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Nimitz Library has not kept pace with these increased costs; indeed the collections budget in nominal 
dollars is only slightly above what it was 20 years ago .  Since 2010 the Library budget was on a gradual 
trend down, but in FY17 there was a precipitous budget reduction of 31%. 

Chart 1.3: 

 

As 92% of the library budget is used for subscription cost, the library has not been able to budget for 
one-time purchases.   One-time funding supports the purchase of books, databases, digital backfiles of 
journals (so that space can be returned to users), and a variety of other digital resources to support the 
academic mission.  The library needs $200,000 to $300,000 annually for these one-time purchases.  In 
recent years, the library has made only a few one-time purchases using limited gift funds and the small 
remaining amount of direct funding.   As a result, the library buys very few books on leadership, military 
biography, national strategy, foreign affairs, naval heritage, etc.  

Funding also impacts Special Collections & Archives ability to add to its digital collections, which are an 
integral part of “preserv[ing] our unique position among academic libraries as the premier academic naval 
history, heritage, and science library in the country.”  Only a small portion of the extensive holdings 
related to naval history, heritage, and science in Special Collections & Archives are currently available 
electronically.  Without purchasing additional digital storage for our digital asset management software, 
the library cannot continue to add content to the digital collections and provide 24/7 access to these 
documents.  At the Naval Academy, digital collections have a particularly important role in the education 
of midshipmen, as they allow access to primary sources related to naval history, heritage, and science at 
any time of day, not just Monday through Friday, 0800-1630, when the Special Collections & Archives 
department is open.  An additional concern is that, the Academy's archives, as part of the National 
Archives and Records Administration, must preserve digitized and born digital records. 

As a result of its lack of purchasing power, the Nimitz Library has become more reliant on inter-library 
loan (ILL) to meet the needs of the Brigade and faculty.  However, ILL is not without cost - the annual 
costs for our ILL services exceed $31,822 per year, excluding the constant staff involvement required to 
process requests.  The Library has shifted from being a net loaner to other academic institutions to being a 
net borrower.  Because of limited one-time funding the library often borrows books about cyber topics, 
military topics, and foreign affairs that would previously have been planned or one time purchases.  
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● Maintain State of the Art Operations

Given interest in Library resources, Nimitz Library staff maintain a budget dashboard, located at 
sites.google.com/usna.edu/datadashboards/home, with information about the Library’s budget, costs for 
books and subscriptions by discipline, space usage, and comparisons with the libraries peer institutions 
including the other Service Academies.  The Naval Academy’s materials expenditure is less than nearly 
all peers, translating into significantly fewer resources for midshipman compared to their closest 
counterpoints. 

Chart 1.4: 

Institutions were chosen as 
a subset of the full list of 
institutions that the Dean’s 
office uses for various 
comparisons. 

● Information Literacy
Instruction

In addition to providing 
collections and space to 
facilitate learning, 
librarians actively 
supported faculty and 
students by providing 
instruction aimed at 
developing midshipmen’s 
information literacy skills: 

the ability to find, evaluate and use information ethically and effectively. In the 2018 academic year, 
librarians taught 173 classroom instruction sessions to help midshipmen think more critically about 
information. Fifty nine percent (59%) of this instruction is provided in 100-level classes and another 23% 
in 200-level courses. Notably, every section of the required plebe-level U. S. Government and 
Constitution course incorporates an instruction session led by a librarian. 

In the 2018 fiscal year, Library staff answered 3,231 reference questions, ranging from simple queries 
about finding specific materials, to more in-depth guidance about search strategies and resource 
evaluation. There were also 253 focused consultations regarding sophisticated and complicated questions, 
often for capstone projects. Separately, the Special Collections and Archives department conducted 629 
reference consultations about its unique materials. 

The Faculty Senate Library Committee (FSLC) conducted two surveys of faculty in order to identify how 
the library affected teaching, research and service at the Naval Academy. Summaries of the results from 
both surveys were presented to the Faculty Senate, and are available through its website. A spring 2019 
survey, focused specifically on library collections and their impact on faculty teaching, research and 
service. There were 154 responses with representation from all divisions. A common theme was that the 
need to tailor or eliminate assignments to match the reduced holdings meant that, in the words of one 
respondent “limitations on available resources influence the design of the course before it gets to the 
students,” and that they needed to devote significant extra course preparation time to compensate. 
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Respondents, while recognizing the funding constraints that the Library and the broader USNA 
community are under, also indicated that the Library collection; especially, journals, books, and 
databases, are important to the learning environment, and faculty from across the disciplines lamented the 
lack of access to specific resources due to cuts. 

A survey conducted in the fall 2018 semester focused on information literacy and was initially conceived 
as a complement to the annual National Survey of Student Engagement module in which midshipmen 
report on how frequently they are called upon to perform various tasks involving the use and analysis of 
information sources. The FSLC survey asked USNA faculty about their expectations of how often and at 
what point in their academic careers midshipmen should be conducting those tasks, as well as how 
various departments developed those skills. 

Chart 1.5: 

One hundred and thirty-one 
(131) faculty from all divisions 
responded to the information 
literacy survey. The survey 
revealed that faculty agree that 
information literacy skills are 
important and that many of these 
skills are most relevant in the 
1/C and 2/C years, a finding that 
may be in tension with the 
concentration of library 
instruction sessions in the first 
two academic years. As a result, 
instruction librarians have begun 

discussing ways to better reach midshipmen later in their academic careers. 

Respondents across all divisions expressed consistent concerns about midshipman ability to evaluate 
sources, and their reliance on less appropriate sources. In particular, faculty expressed concern about the 
tendency of midshipmen to choose resources based on their availability (especially free online sources) 
rather than their applicability to the assignment, or their credibility. As one response put it, “to possess 
true information literacy, one also needs to be a capable critical thinker.” Librarians are currently working 
with faculty to improve instruction and develop new exercises in this area, but it remains a 
work-in-progress.  
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Chart 1.6: 

In summary: 

● Library as a Learning
Environment:  The Library is
well-used, but patronage has fallen
off.  This may be due to a
combination of the availability of the
collection on-line, decrease in patron
seating, or outdated spaces given the
needs of current library users for
technology enhanced, active learning
spaces.

● Provider of Information
Resources:  Purchases of subscription materials, among the most used from the collection, have been 
significantly cut; one-time purchases of print materials, databases, etc are rare; and inter-library loan has 
increased to the extent that USNA is now a net borrower which has resulted in increased labor demands 
for processing ILL requests.  

● Maintain State of the Art Operations:  While the Library received new furniture and paint on the main
level, the cosmetic upgrades do not provide state of the art patron space, environments conducive to
active and team learning embraced throughout the curriculum.

● Information Literacy Instruction:  Librarians provide instruction in information literacy skills
(consistent with several graduate attributes and core learning outcomes) to nearly every midshipman
through FP130.  As faculty indicate midshipmen information literacy and research skills do not initially
meet expectations in the 2/C and 1/C years, librarians are exploring ways to improve instruction at these
later points in the midshipmen’s academic careers.

2. 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. Metrics may include: 

• Indirect Cost Recovery (ICR):  In FY17 the Naval Academy implemented a modest percentage charge 
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 to cover the cost of administering 
and managing the funding, indirect cost recovery.  Recovery of indirect costs associated with supporting 
the research activities of faculty and midshipmen continued to mature with $720,360 applied to labor 
charges.  Individuals supporting research activities in three cost centers had either all or a portion of their 
labor cost covered through indirect cost recovery.  In the Academic Dean cost center labor recovery was
$452,340, in Finance $200,020, and in ITSD $68,000. 
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• Implementation of the indirect cost recovery program envisioned support for 8 staff members.  In 
FY18 five staff members in the research office within the Academic Deans cost center were supported 
through the program.   A number of staff were either fully supported or portion of their salary was 
supported with ICR funds, five staff in the Deputy Finance cost center, and one staff member in the 
Information Technology Support Division.  A total of 10 staff were support partially or wholly through 
cost recovery exceeding the envisioned support goal of 8.

• Fringe Benefits Rates:  The Naval Academy charges an acceleration rate on external salary support to 
cover the cost of benefits for those individuals supported on non appropriated funds.  For nearly two 
decades the acceleration rate has been 31.5%.  The Director of Research and Scholarship performed a 
detailed analysis of actual benefits cost for individuals to see if (1) the current acceleration rate of 31.5%
needed to be increased, or (2) whether a different acceleration rate should be used for different types of 
employees, postdocs or technicians etc.  After careful analysis, the Director of Research and Scholarship 
determined that adopting different acceleration rates based on employment categories added more 
complexity without a commensurate improvement in cost recovery.  The current acceleration rate of 
31.5% is adequate to cover the costs of benefits and does not need to be changed at this time.

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

The effort to achieve a stable level of funding devoted to faculty development continued this 
year. The goal supports strategic imperative number 3 within the Strategic Plan 2020; “to 
attract, develop and retain faculty and staff who exemplify the highest professional standards.” 

USNA is not meeting faculty development goals.  The goal of $600K in direct (appropriated) support for 
travel and professional development was not met last year, nor has it been met for several years before 
that.  In the Academic Dean’s cost center there are 380 civilian faculty, PMPs, and JPMPs along with 
another ~100 staff whose professional develop needs support.  A comment from a junior faculty member 
exemplifies the situation, “USNA recruited me because I was an expert in my field, but the lack of 
support means I am no longer an expert in my field.”  In FY19, direct sources provided only $217K for 
this strategic imperative, and the budget/amount earmarked for the coming fiscal year is unknown (but the 
total operating budget available for unrestricted spending is only $500K, so it is clear the goal will not be 
met).  Another $188K of gift funding was used to support faculty development.   The funding available to 
develop our faculty and staff is inadequate, and presents a funding challenge for recruitment and 
retention.  The inability to provide reasonable assurance of support for development of junior faculty with 
appropriated funding in combination with the lack of support for maintaining and upgrading 
instrumentation and outfitting laboratory spaces is affecting the institutions ability to recruit and retain 
new faculty.   

Total travel expenditures continue to rise, reflected in the increased cost of these professional 
development activities.  In FY19 total gift funding expenditure on travel was $2,255K of which about 
$188K was spent on faculty development travel, the balance supported midshipmen programs, IPO 
internships, etc.  Faculty continued to compete for external funds to support their research programs in 
excess of $13M in FY19, about $2,296K was expended supporting travel associated with these research 
programs.  The nearly $2.3M supports the scholarly engagement of around 70 to 80 faculty who are direct 
participants in these research projects.  The total faculty development expenditures in FY19 (gift, direct 
and external research) was $2.7M which reflects the growing costs of these activities, and the importance 
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to faculty career development.  Appropriated funding and a portion of the gift funding provides the 
flexibility needed to support the development of faculty who do not have external research funding.  The 
appropriated funding is 8% ($217K), and gift funding 7% ($188K) of the total, this funding represents the 
resources that are available to support the development of the remaining 400 faculty and staff without 
external research support.  The paucity of appropriated funding for faculty development is adversely 
impacting the institutions ability to keep its faculty engaged in their scholarly fields.  The inability to 
support the development of junior faculty with appropriated funding is affecting the institutions ability to 
recruit and retain new faculty. 

3. Equity, diversity, and inclusivity actions.

The Academic Cost Center will retain the goal of assessing and where necessary strengthening Equity, 
Diversity, and Inclusivity (EDI) 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. 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. 

❏ Specifically sent ads for open positions to society subgroups organized around racial or gender
groups, for example the society of black engineers,
❏ Specifically sending ads to programs with minority graduate students in fields under
recruitment.
❏ USNA continued its membership as an  institution with the “The Registry” a national database
of diverse candidates seeking faculty positions.  The Registry facilitates connecting qualified
diverse candidates with institutions with open faculty positions, candidates can post resumes and
member institutions can post position announcements on the site.

• Representation of candidates who were interviewed and accepted positions 

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

Table 3.1 Demographic Information for 2017 - 2019 Interview Candidates 

Male  Female  White  Non-White 

2017  2018  2019  2017  2018  2019  2017  2018  2019  2017  2018  2019 

--  49  38  --  24  23  --  57  49  --  16  12 

9 



Information for individuals hired into tenure track positions: 

Table 3.2 Demographic Information for 2017 - 2019 Tenure Track Faculty Hires 

Male  Female  White  Non-White 

2017  2018  2019  2017  2018  2019  2017  2018  2019  2017  2018  2019 

3  12  7  5  6  7  7  17  11  1  1  3 

• Demographic breakdown of the faculty. 

The faculty are composed of civilian and military officers, the civilian faculty are 34.0% female and 
66.0% male.  The military officer faculty gender representation is heavily male, with 86.1% being male 
and 13.9% female.   The gender distribution at the department and division level is presented in Table 3.3. 

Table 3.3 Department Gender Demographic Information 

The Division of 
Humanities and 
Social Sciences has 
the greatest 
percentage of female 
faculty followed by 
the Division of 
Mathematics and 
Science, and finally 
the Division of 
Engineering and 
Weapons.   Racial 
diversity within the 
academic divisions 
continues to increase 
but very slowly, the 
faculty identified as 
belonging to a 
minority group was 
9.7% in Engineering 
and Weapons, 
12.9% in 
Humanities and 
Social Sciences and 
12.0% in Math and 
Science. 
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• Demographic breakdown of majors. 

Midshipmen indicate their majors preference in January of their 4/C year, then select their major during 
March of the same year.  There is some shifting of majors over the next 3 years, but division of major 
preference and division of major at the time of graduation tends to be quite stable.  Even after attrition, 
the choice of major at graduation is within a few percentage points of the preference selection.   

For the Classes of 2017 -2019, female graduates are overrepresented in the Division of Humanities and 
Social Sciences by 2 to 4 percentage points and even more so in the Division of Mathematics and Science 
by 4 to 7 percentage points.  Male graduates are overrepresented by 6 to 10 percentage points in the 
Division of Engineering and Weapons.   

Table 3.4 Majors Preference as compared to Final Major at Graduation for Classes of 2017-19 by Gender 

Compared to representation within the Brigade, non-white (including multiple race) graduates, are 
underrepresented in the Division of Engineering & Weapons by 3 to 6 percentage points.  Representation 
within the Divisions of Humanities & Social Sciences and Mathematics & Science are at the same percent 
for the overall Brigade or over represented by up to 5 percentage points.  On the relatively rare occasion 
that someone changes majors out of the original division, the Division of Humanities & Social Sciences 
appears to receive those midshipmen into their programs. 

11 



Table 3.5   Majors Preference as compared to Final Major at Graduation for Classes of 2017-19 by 
Minority/Majority Status 

 

It should be noted that representation of female and minority midshipmen can also vary dramatically 
within departments and that environment and role models are important.  In the following charts the bars 
show the percentage by gender for each major over the last three graduating classes, the red line shows 
the USNA average percent male/female across the last three years, and the dotted lines indicate the 
national average of graduates in these fields in 2013 -- the most recent year available.   The difference 1

between USNA and national averages is for informational purposes only and does not represent a target 
area  This information is provided at the request of the departments to facilitate reflection on challenges in 
recruiting and retaining in these areas at and beyond USNA.   

Female midshipmen appear to be more likely to major in areas where female role models and mentors are 
visibly present; e.g, NAOE, English, Chemistry, and Political Science.  This is consistent with scholarship
 that shows positive relationships in taking additional courses and in performance when female students’ 2

first course is with a female professor than their counterparts who initially had male professors.   

1 This information was obtained from the U.S. Department of Education, National Center for Education Statistics, Integrated 
Postsecondary Education Data System (IPEDS), Fall 2013, Completions.  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. 
2 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. 
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Chart 3.1 - 3.3:  For each Division, Majors at Graduation by Gender with USNA Percent Male/Female 
and National Averages of Major Completion 
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The narrative for minority student majors selection is less clear due to 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 majority/minority across the last three 
years, and the dotted lines indicate the national average of graduates in these fields in 2013.   Once again, 3

the difference between USNA and national averages is for informational purposes only and does not 
represent a target area.  Rather, this information is provided at the request of the departments to facilitate 
reflection and conversations regarding the challenges of recruiting and retaining in these areas at USNA 
and beyond.   

3 This information was obtained from the U.S. Department of Education, National Center for Education Statistics, Integrated 
Postsecondary Education Data System (IPEDS), Fall 2013, Completions.  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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Chart 3.4 - 3.6 For each Division, Majors at Graduation by Race Representation  with USNA Percent 
Majority/Minority and National Averages of Major Completion 
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Discussion: 

This information is collected by the Office of the Academic Dean & Provost to monitor trends and 
disseminated to the leadership within the divisions, departments, and academic support offices to inform 
their work.  Scholarship 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).  USNA will continue to explore ways to 
improve academic integration with all midshipmen in the Brigade.  4

Members of the Academic Assembly were provided with tables and charts showing each department’s 
midshipman demographic representation for the last three graduating classes.  The Assembly members 
requested additional information about the faculty demographic breakdowns within departments or 
divisions and comparisons to national averages presented here and will be provided back to the Academic 
Assembly. 

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.   This work continues as we’ve 
expanded focused efforts from  departments that have searches ongoing to all departments and offices 
who are being asked to consider the value of diversity within their regular activities and ways in which 
they create an inclusive environment of dignity and respect.  

4Michael 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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PART THREE:  Goals and Outcomes for Academic Year 2019 

During the coming year the Academic Dean’s Office will assess and report to the AEB on three goals: 

● assessing Center for Academic Excellence operations and impact;

● equity, diversity, and inclusion actions; and

● stabilizing faculty development funding.

Goal 1:  Assessing Center for Academic Excellence operations and impact 

A new goal for 2019-20 is assessing the Academic Center’s operations and role supporting midshipman 
learning.  This goal aligns with the Strategic Plan 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…”  This 
goal is also supported in 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: 

● Tracking of midshipman support and instruction activities,
● Surveys or interviews with stakeholders from across USNA to determine the impact and
satisfaction, and
● Assessment of learning

Goal 2:  Equity, diversity, and inclusion actions. 

The Academic Cost Center will retain the goal of assessing and where necessary strengthening Equity, 
Diversity, and Inclusion (EDI) 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. 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 
inclusion.” Metrics may include: 

● reports of initiatives that support the recruitment and retention of an increasingly diverse
faculty and staff;

● representation of candidates who are interviewed, offers made, hires, and retention milestones;
and 

● demographic breakdown of majors for underrepresented groups.

Goal 3:  Stabilizing faculty development funding. 

The continued focus on assessing 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 
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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 Report will be 
posted the Academics webpage after the AEB review is complete. 
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