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PART I. EXECUTIVE SUMMARY
Introduction
The Florida Educational Equity Act (Section 1000.05 F.S.) and the Florida Board of Governors
(BOG) Regulation 2.003 requires each university to complete an annual Florida Equity Report
(Report). The Florida Gulf Coast University (FGCU) report covers the period from July 1, 2019
to June 30, 2020 and provides an analysis for key areas. The Report, at minimum, must include
the institution’s progress in implementing strategic initiatives and performance related to equity
and access as they pertain to academic services, programs, and student enrollment; equity in
athletics; and employment.
A.

Description of Plan Development

The FGCU’s Office of Institutional Equity and Compliance (OIEC) coordinated and compiled the
Report by collaborating with University divisions and their respective offices including Academic
Affairs, Student Success and Enrollment Management, Intercollegiate Athletics, and
Administrative Services and Finance. Data collected includes information on women and members
of specified race and ethnic groups. The Director of the OIEC submitted the Report to the
University’s President (President) and the University’s Board of Trustees (BOT) for approval.
Once approved by the President and BOT, the Report, along with a written certification of
approval, will be submitted to the BOG, which oversees the State University System of Florida
(SUS). The completion of the Report gives the University an opportunity to assess and highlight
its equitable academic, athletic, and employment practices. Simultaneously, FGCU views the
Report as a way to identify problem areas and work to correct those problems.
B.

Summary of Institutional Progress

Student Enrollment/Retention/Graduation and Academic Programs
One of FGCU’s guiding principles states, “diversity is a source of renewal and vitality.” To that
end, FGCU tries to seek out and embrace students, faculty, and staff from diverse backgrounds
including race, gender, sex, ethnicity, national origin, disability, economic, social, and academic
backgrounds. Like other institutions of higher education, the past year brought forth vigorous
conversations about how diversity and equity manifest on-campus. FGCU embraced this
opportunity to educate our students about equity, diversity, and inclusion. At FGCU, the University
remains committed to respectful and peaceful debate on the critical issues of our times no matter
the individual political differences. In what was an unprecedented year, FGCU viewed this as the
moment to come together as Americans and embrace the institutions, basic values, and principles
that have made this a truly great nation. Recognizing that we live in a nation of freedom of speech
and due process, where even language that we find offensive is protected, FGCU encouraged its
students and employees to speak out and stand up to those who confronted our shared values.
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On July 10, 2020, President Martin wrote to our campus community, “A fundamental value of
FGCU is an unambiguous commitment to diversity, equity and inclusion and a firm resolve to
address racism, bigotry and intolerance on our campus and beyond. Recent events across the nation
have reminded us yet again that we must exhibit our values through action.” In the following
months, many steps were taken to affirm FGCU’s commitment to an equitable campus
environment. The student Counseling and Psychological Services office hired a black mental
health clinician to better serve our minority students. Intercollegiate Athletics stood with their
minority student-athletes in affirming that black lives matter through listening sessions, advocacy,
and appointing an athletics Chief Diversity and Inclusion officer. The Student Government
Association formed a Minority Outreach Committee, where members from all three branches
liaised with campus offices and student organizations to discuss diversity and equity concerns and
achievements. The Alumni Association, recognizing the unique needs of minority alumni, created
a Multicultural Alumni Network to strengthen the bond between alumni and students of color to
help improve recruitment, retention, and graduation efforts for minority students. One of the most
notable actions was the creation of the Center for Critical Race and Ethnic Studies (CCRES), which
promotes research and programming related to race and ethnicity. This year, the CCRES appointed
10 faculty affiliates who have brought an interdisciplinary approach to the study of race and
ethnicity. This past year, FGCU took bold steps towards a diverse and equitable campus as it
continues to pave a path for our young university.
FGCU, following guidance from the appropriate agencies, implemented as many face to face
interactions as possible. It concluded that face-to-face interaction is the best way to be a community
and to be colleagues because of the high-quality experience it can provide to students. No doubt
technology can assist and augment community and the practice of being collegial. Still, some level
of direct connectedness is fundamental. The FGCU community embraced this opportunity, and
viewed it as a way to increase students’ access and involvement, while still complying with
COVID restrictions. The Division of Student Success and Enrollment Management, now in its
third year of full implementation, provided a myriad of initiatives and events for students. Housing
and Residence Life implemented its residential curriculum this past year, and recorded over 430
equity engagement touchpoints where a residential student interacted with topics of equity and
diversity in some manner. The Multicultural and Leadership Development Center hosted the
inaugural Juneteenth Celebration, with a panel of black FGCU students and employees sharing
their experiences. Other annual events, such as PRIDE week for LGBTQ+ awareness, Trans Day
of Awareness, and Hispanic Heritage Month, were celebrated. Although the pandemic may have
changed the format of some events, FGCU was not deterred from demonstrating its commitment
to diversity.
FGCU recognized the impact the pandemic had on students and the potential intersections with
diverse populations. Led by Student Care Services, offices including Housing and Residence Life,
Student Health Services, Counseling and Psychological Services, and the Campus Food Pantry
partnered to serve students impacted by COVID-19. For those living on and off campus, specific
outreach and support was, and continues to be, provided to this population who may have been
quarantined or isolated. Trends in relation to family loss and grief had increased, and FGCU has
responded with additional support for those students. The team has also focused on students facing
homelessness, financial distress, or receiving Department of Children and Family (DCF) or
Homelessness waivers, including programming during Hunger and Homelessness Awareness
2

Week. FGCU also recognized the disproportionate impact COVID has had on minority
populations in the regional community through the COVID Memorial Project, an interdisciplinary
program that invited the campus and regional community to join together to commemorate our
losses while also acknowledging our accomplishments.
Many offices including the Multicultural and Leadership Development Center (MLD), the Office
of Community Outreach, the Office of First Year Experience and Retention, Prevention and
Wellness, the Office of the Ombuds, the OIEC, Student Support Services, Athletics, Academic
Affairs, University Police, Fraternity and Sorority Life, and the Office of Housing and Residence
Life, have annually provided diversity and equity programming for FGCU students and
employees. This year, several new offices also provided diversity programs, including the
Whitaker Center, University Library, Center for Critical Race and Ethnic Studies, and Adaptive
Services. The University also collectively seized the opportunity presented by virtual events to
host speakers and audience members alike that were previously unavailable. Guest speakers
included Emmanuel Acho, Janine Latus, Dave Clark, Dr. Terrell Morton, Dr. Reiland Rabaka,
Carolina Nvé Díaz San Francisco, Evenlyne Trouillot, Yolanda Arroyo Pizarro, Jonathon Glenn,
Jarrett Eaddy and others. The University also continued its collaborations with community
members and organizations to support student recruitment, retention, and graduation. FGCU
continues to closely work with the FutureMakers Coalition to improve the credentials of the area’s
workforce, including college credentials. In addition, the University continues to work closely with
K-12 organizations, particularly those of diverse backgrounds.
Looking forward, FGCU is excited to launch the Soaring Eagle Academy in Fall 2021. This
program is a certificate program in support of employment for students with intellectual
disabilities. Not only will this program provide a diverse student population with access to higher
education, but it also serves as a resource for the regional community. The University also looks
forward to more students from diverse backgrounds engaging in scholarly activities through
competitive Fellowships. Although established just two years ago, the Office of Competitive
Fellowships has supported students in applying and receiving funding from a variety of programs
including those that focus on first-generation, low-income, or diverse backgrounds. This includes
19 Gilman recipients, two Freeman Asia recipients, one Funds for Education Abroad recipient,
two Summer Health Professions Education Program recipients, and one Public Policy and
International Affairs recipient. These activities reflect the ways FGCU has prioritized assisting
students of all backgrounds as they progress through their academic goals.
Faculty and Administrative Employment including Promotion
As much as the past year has brought challenges for students, it also brought new hurdles for
faculty and staff to overcome. Despite the circumstances, FGCU employees have continued to
advocate and advance diversity and equity at the University. The Black Faculty and Staff
Association, organized last year, held its first full year with elected officers, programming, and
conversations about how to advocate for minority employees. Inspired by this group, some faculty
have begun inquiring about forming an Asian American and Pacific Islander Employee affinity
group. In addition, FGCU has continued to participate in the American Council on Education
(ACE) Women’s Network. The President has held multiple town hall forums to listen and dialogue
with the campus community about a myriad of topics, including diversity and inclusion. Human
3

Resources and the University’s Diversity & Inclusion Committee created and added language to
all job postings for the University. Additionally, all job searches must now include interview
questions related to diversity, equity, and inclusion, demonstrating to candidates that this is a
priority for FGCU.
These conversations have taken place at all levels. The President assembled a Values and Action
team early in the 2020-21 academic year to tackle the equity issues raised by students and
employees. On December 4, 2020, the FGCU Faculty Senate adopted a Resolution on Diversity
among Faculty, where they called for recruiting and retaining a more diverse faculty. They also
called for a campus community where diverse peoples are welcome and comfortable with active
membership from within departments. Later that month, Faculty Senate, as well as Staff Advisory
Council, Student Government, United Faculty of Florida, United Campus Ministries, Black
Faculty and Staff Association, and the FGCU President and FGCU Executive Vice President and
Provost issued the FGCU Core Values and Principles of Diversity, Equity, and Inclusion. In this,
the University affirmed that diversity, equity and inclusion are central to the University’s
commitment to excellence. It further stated that FGCU has a fundamental responsibility to educate
beyond our campus by modeling our values in the community, supporting other regional
organizations that share our commitment to diversity, and serving as a convener of informed,
critical, and respectful conversation that leads to diversity, inclusion, equity, and justice as part of
social transformation. Once again, FGCU and its governance structures have affirmed that
diversity and inclusion are the responsibility of all.
In addition to those new initiatives, the University has also continued established ones. The OIEC,
Human Resources, and Office of the General Counsel have continued to partner on trainings for
search committees to ensure committee members understand how diverse recruitment pools and
equitable hiring practices shape our employee community. The OIEC has continued to facilitate a
myriad of trainings for the campus community. This past year, the OIEC facilitated 135 trainings,
including 58 student sessions, 71 employee sessions, and six community sessions. This also
included 23 sexual harassment prevention trainings for new employees. Additionally, the annual
trainings on Discrimination and Harassment Prevention, Ethics, and Disability Accommodations
had its highest completion rates yet, at 82.43 percent, respectively.
The Office of Faculty Affairs, Diversity Initiatives & Professional Development also promoted a
variety of initiatives for diversity, equity, and inclusion among faculty. In consultation with the
College Deans, the office created a checklist for faculty search processes focused on attracting
quality faculty members who are committed to diversity and inclusion. In addition to supporting
the Center for Critical Race and Ethnic Studies, the office is developing a Visiting Scholars
program for the Center, with the intention of creating an opportunity for minority scholars to
potentially join the FGCU faculty. Current faculty vacancies were shared with the Florida
Education Fund, which coordinates the McKnight Fellowships, and with the Florida Georgia Louis
Stokes Alliance for Minority Participation. Finally, the office also held a five-week training
program for the McKnight Scholars to help them prepare for a successful venture into the Academy
as a faculty member. All of these initiatives will hopefully create an enduring pipeline of diverse,
entrepreneurial scholars for faculty roles at FGCU.
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The President’s Diversity and Inclusion Committee (the Committee) has once again advanced
equity and diversity initiatives across campus. In collaboration with the OIEC, the Committee
oversaw the Diversity and Inclusion Certificate Program, now in its fifth year. In 2020-21, the
certificate program had 315 new graduates and 160 renewals. There are now a total of 475
graduates from the program entirely. The remote sessions necessitated by the pandemic brought
new faces and presenters to the program. Some of the topics included Uncovering Racism, Why
Diversity, Equity, and Inclusion Matter, and Civil Rights and the Comic Books. The program has
continued to receive support from the President and Cabinet, as well as open up partnerships with
the regional area including the Rotary Club, FutureMakers Coalition, and Arthrex. This year, the
Committee also established and awarded the first Diversity, Equity, and Inclusion Excellence
Award to Dr. Billy Gunnels, Director of Undergraduate Scholarship, recognizing Dr. Gunnels’
efforts to make research and scholarship accessible to more students, particularly minority
students, as well as his efforts to provide funding for faculty studying issues related to social justice
and diversity.
Finally, it is worth noting there were several significant personnel changes this past year at FGCU.
Three cabinet members left their positions, opening up the opportunity for new leadership, as well
as potential salary savings. In addition, FGCU hired a new Police Chief after the former Chief
retired. Throughout these key searches, issues of diversity and equity were raised and the
successful candidates will be a part of shaping FGCU’s future for diversity and inclusion.
Athletics
The University’s efforts to promote equity, diversity, and inclusion through Intercollegiate
Athletics (Athletics) are aided by the Director of Athletics through the Athletics Inclusion and
Diversity Committee. The Director of the OIEC has an active role on this committee and also
chairs the Title IX Standing Committee. Athletics and the Title IX Coordinator have partnered
together for a variety of initiatives and events, and completed the NCAA Title IX form verifying
FGCU’s compliance with the NCAA standards.
In the fall 2020 semester, all of the coaches and employees in Athletics attended an Equal
Opportunity Training facilitated by the OIEC, to recommit to inclusive and equitable practices in
their teams. Each fall, Athletics provides the new student-athletes with an orientation and show
the “It’s On Us” video promoting each individual’s role in addressing gender inequity. This year,
due to the pandemic, a virtual training was created specifically for student athletes. In addition,
Title IX posters were hung in high-traffic areas. International student-athletes attend a panel to
promote their inclusion with the University as a whole; due to the pandemic it was a virtual event
in 2020. Further, in fall 2020, Athletics partnered with the Title IX Coordinator to host the “We
Need to Talk” program for all student-athletes, as well as other students. This nationally acclaimed
program addresses sexual assault and domestic violence among college students.
This year, Athletics has been a leader on-campus in evaluating how racism impacts its office.
Athletics set up student-athlete conversation spaces for the student athletes to discuss how race
and racism have affected their experiences. Athletics also appointed its own Chief Diversity and
Inclusion Officer for Athletics to oversee the department’s initiatives related to diversity, equity,
and inclusion. Student Athletes held a walk across campus and wore shirts designed for Eagles
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Against Injustice to demonstrate their commitment to racial equity. Further, FGCU signed on to
the Collegiate Coaching Diversity Pledge in 2020, committing itself to including diverse
candidates for head coaching vacancies in men’s and women’s basketball.
Athletics encourages and values diversity of all types within its office. In 2016-2017, Athletics
created a video promoting diversity and inclusion on campus featuring student-athletes; this video
continues to be displayed on video boards during timeouts and on the Athletics website.
FGCU Athletics has a history of promoting equitable practices between male and female teams,
and the data from this year continues to reflect the firm commitment Athletics and the University
have made to gender equity.
C.

Budget Plan

As a major player in the Southwest Florida region, and cognizant of our University’s Guiding
Principles, FGCU has continued to play a pivotal role in the region. The University committed to
four basic principles this past year: 1) protect the health and well-being of students, faculty, staff
and community, 2) provide the best possible education experience to students while also serving
the citizens of Southwest Florida, 3) continue to maintain and improve the campus infrastructure,
and 4) protect jobs. While not without challenging decisions, the University, by following these
principles, has persisted and remained in reasonably good shape. Certainly COVID-19 has had
profound impacts on the financial conditions of the State of Florida and all public agencies
including the SUS institutions. A good deal of uncertainty remains, and thus being financially
prudent is central to the University’s strategy. Part of this includes FGCU’s on-going efforts to
ensure it is both effective and efficient in all of the University’s efforts. Regardless of these
changing conditions, FGCU remains committed to ensuring it provides a quality education for
students while caring for the FGCU and regional community.
Despite these financial challenges, FGCU has continued its history of providing resources to
diversity, equity, and inclusion initiatives. This includes funding existing offices such as the OIEC,
MLD Center, and Community Outreach, as well as providing new funding for the CCRES.
Resources have included funding, staff, spaces, advertisements, and other forms of support. Unlike
other higher education institutions, enrollment at FGCU is stable, which provided not only
consistent income sources but also reflects the students’ desire to attend our institution.
Conclusion
After analyzing the data contained in the Report, while there are still some areas of opportunity,
the University does increasingly provide an equitable learning and working environment. The
University has taken numerous steps to be a diverse and inclusive space for our faculty, staff, and
students. Nevertheless, the University continues to strive for growth in all areas of equity,
diversity, and inclusion. The information contained in the Report evidences the University’s
progress in maintaining an equitable working and learning environment.
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PART II. Review of Policies and Procedures
A.

Specific University Policies in Support of Equity

1. Nondiscrimination, Anti-Harassment, and Sexual Misconduct Policy, FGCU Policy
1.006
https://www.fgcu.edu/generalcounsel/policies/approved/policy1.006.pdf
2. Sexual Harassment Under Title IX, FGCU Policy 1.015
https://www.fgcu.edu/generalcounsel/policies/approved/policy1.015.pdf
3. Disability Access and Reasonable Accommodation Policy and Procedure, Policy 1.008
https://www.fgcu.edu/generalcounsel/policies/approved/policy1.008.pdf
4. Consensual Relationship Policy and Procedure, Policy 1.007
https://www.fgcu.edu/generalcounsel/policies/approved/Policy_1_007_Consensual_R
elationship_061115.pdf
5. Domestic Violence Leave Policy, Policy 3.041
https://www.fgcu.edu/generalcounsel/policies/approved/policy3.041.pdf
6. Family and Medical Leave Policy, Policy 3.039
https://www.fgcu.edu/generalcounsel/policies/approved/policy3.039.pdf
7. Degree Waiver Policy, Policy 3.020
https://www.fgcu.edu/generalcounsel/policies/approved/policy3.020.pdf
8. Policy and Procedure on Waiver of Position Vacancy Announcement and/or
Advertising, Policy 1.009
https://www.fgcu.edu/generalcounsel/policies/approved/policy1.009.pdf
The aforementioned policies are posted on various webpages throughout the University’s
website. Additionally, the OIEC, the Office of Adaptive Services (OAS), and the University’s
Human Resources (HR) Department provide recurring training for students, faculty, and staff on
the above referenced policies.
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B.

Non-Discrimination Policy

The University’s Non-Discrimination, Anti-Harassment, and Sexual Misconduct Policy can be
found on the General Counsel Website by any user located at
https://www.fgcu.edu/generalcounsel/policies/approved/policy1.006.pdf
The current policy went into effect on December 19, 2016 and is attached in full at the end of this
document as Attachment 1. The University's updated Non-Discrimination, Equal Opportunity
Statement, signed by President Mike Martin, is attached on the following page.
Every University webpage has a link to the FGCU Hotline at the bottom of the page where anyone
can file a complaint. The University’s Non-Discrimination, Anti-Harassment, and Sexual
Misconduct Policy is also located on the OIEC website along with information on how to file
complaints including e-mail, phone and via the Hotline. The Policy is also distributed through
various trainings, flyers, handouts, emails, webpages, and agreements with campus affiliates and
non-affiliates.
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PART III. ACADEMIC PROGRAM REVIEWS – (A, B, and C)

The following section includes eight areas of review for academic programs at the specified
levels. These analyses display enrollment at these eight levels for the protected class students.
The areas of review include enrollment, retention, graduation rates, and degrees awarded. If
appropriate, disproportionate enrollments of women and minorities are identified and areas for
improvement are noted.

10

Academic Program Reviews
A. Academic Program Reviews
Each year FGCU compiles data in order to analyze undergraduate and graduate enrollment as
required by Florida law. These annual analyses display enrollment at eight (8) levels for protected
class students. This data is critical in developing programs to address such representation issues.
Below are eight areas of review required for each university with programs at specified levels:
1.
2.
3.
4.
5.
6.
7.
8.

First-Time-In-College Enrollment (FTIC)
Full-Time Transfers From Community College
Retention of Full Time FTICs Entering Previous AY, After One Year
Graduation Rate of Full Time FTICs After Six Years
Bachelor’s Degrees Awarded
Master’s Degrees Awarded
Doctoral Degrees Awarded
First Professional Degrees Awarded

Legend:
NRA

= Non Resident Alien

W

=White

B

= Black

Unk

= Unknowns

AI/AN

= American Indian /

≥ Two

= Two or more Races

Alaskan Natives

NH/OPI

= Native Hawaiian /
Other Pacific Islanders

T

= Total

A/PA

= Asian/Pacific Islander

H

= Hispanics
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Table 1. First-Time-In-College Enrollment (Full-time)

FGCU is committed to promoting diversity within the University, and consistently seeking ways
to increase the University’s diversity. When evaluating applications, FGCU considers not just
academic factors, such as GPA and SAT/ACT scores, but also those related to an applicant’s life
experiences, accomplishments, and challenges. The ethnic backgrounds, diverse perspectives,
varying interests, and personal obstacles of candidates are all factors considered in determining
whether a student is admitted to FGCU.
A review of Table 1 (listed above) shows first-time-in-college (FTIC) student enrollment from
2019-2020 decreased by 173 students, which shows a decrease for two years in a row. Consistent
with both the national trends and FGCU’s trends, FGCU continues to enroll more females than
males as FTIC students, with 1,500 FTIC women enrolled in the fall of 2020, a 59 percent showing
of female identifying students. FGCU continues to see incremental steps towards a more diverse
student body when evaluating our five year numbers indicated in the chart above. Compared to the
FTIC 2019 data, FGCU saw a slight increase in students identifying as two or more races from 91
to 105, and white students slightly decreasing from 1678 to 1541. While some students were lost
in all groups due to the overall enrollment decrease, the proportionate representation stayed the
same.
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Table 2. Florida Community College A.A. Transfers (Full-time)

FGCU enrolled 259 Florida Community College Transfers with an Associate Degree in fall
2020, a 45 percent drop from fall 2019. It is worth noting that fall 2019 was a particularly good
year with 474 new Transfers, still, 2018 had 406, and 2017 brought in 393 Transfers.
While the considerable dip in Transfers makes comparing numbers difficult, there are some
growth points in the representative population. Inconsistent with FTIC enrollment and prior
years, there were more male students at 59 percent than female students at 41 percent. The data
above shows an increased percentage of Hispanic students, making up 37 percent of the
Transfers, when last year they only made up about 32 percent. Unfortunately, this data also
indicates a dip in the percentage of Black Transfer students, from 10 percent to 7 percent in the
last year. Further, the Black population of Transfers is less now than it was five years ago.
Table 3. Retention of Full-time FTICs After One Year

As always, FGCU continues to prioritize student retention and recognizes the multitude of
challenges students face once admitted that may impact their ability and choice to remain enrolled.
Some of these challenges include low academic performance and lack of adequate preparation,
financial needs, medical and extenuating circumstances, and family and personal issues.
The University has several programs in place to assist students facing any number of challenges
to ensure they are able to complete their degree program in a timely and efficient manner.
FGCU continues efforts to ensure student success, promote retention, and provide for the diverse
needs of students through the Division of Student Success and Enrollment Management.
13

During the applicable time period, the overall retention rates remained the same as the fall 2019
cohort at 80 percent. FGCU maintained a higher percentage of Non-Resident Alien students, at 93
percent compared to the last cohort at 82 percent, and also retained more Black students from this
cohort, from 83 percent last year to 85 percent this year. However, the 2019 cohort lost half of the
Native and Indigenous students. While the starting number is small, it is worth watching for trends.
Table 4. Graduation Rate of Full-time FTICs by Race/Ethnicity

FGCU has continued to prioritize the 6-year graduation rate. Initiatives such as Soar In 4, Eagles
in 23, and the Division of Student Success and Enrollment Management are just a few of the ways
FGCU supports students towards a timely graduation.
For several years, FGCU had a small but steady increase in the 6-year graduation rates for fulltime, First-Time-In-College students (FTICs); this year 52 percent of students graduated within 6
years, compared to last year’s 6-year graduation rate of 50 percent. Among the 2014 cohort, Native
Hawaiian and Non-Resident Alien students had the highest 6-year graduation rate among all racial
and ethnic groups at 75 percent and 73 percent respectively. The lowest 6-year graduation rates
were among American Indian students at 25 percent. While Hispanic students graduated at a lower
rate than other racial and ethnic groups, the 2013 cohort had a 40 percent graduation rate, showing
signs of improvement. Consistent with the past several years, females showed a stronger 6-year
graduation rate at 56 percent vs male students at 46 percent.
One significant difference between the 2013 cohort and the 2014 cohort is the number of students
maintained that did not graduate. In the 2013 cohort, 54 percent of those who did not graduate
were still enrolled. In the 2014 cohort, only 3 percent remain.
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Table 5. Bachelor’s Degrees Awarded by Race

Until 2020 there was a consistent increase in the number of degrees awarded. Due to the COVID19 pandemic FGCU saw a slight decrease. In 2015, 2062 degrees were awarded compared to 2,331
in 2016, 2,399 in 2017, 2,675 in 2018, 3,005 in 2019 and 2931 in 2020. Consistent with the national
statistics, female students comprised the majority of the degrees awarded. Female students
obtained approximately 60 percent of the degrees awarded, while the male students made up the
remaining 40 percent in 2020. In 2019-2020, there was a 1 percent decrease in both the NonResident Alien and Black student populations. All other groups saw no change.
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Table 6. Master’s Degrees Awarded by Race

For the fourth consecutive year, FGCU has increased the number of Master’s degrees awarded,
awarding 25 more degrees in 2019-2020 than the prior year. IPEDS data shows 288 degrees were
awarded in 2018-2019, 287 in 2017-2018, 286 in 2016-2017, 269 in 2015-2016, and 302 in 20142015. Among the Master’s degrees awarded this year, Black students earned 9 percent, compared
to 6 percent in 2018-2019, Hispanic students earned 14 percent, compared to 13 percent in 20182019 and Two or More Races students earned 3 percent compared to 1 percent in 2018-2019.
However, Non-Resident Alien, Asian, and Unknown students, all saw no change this year.
The University has 63 Undergraduate programs, 26 Master’s degree programs, 7 Doctoral
programs, and 17 Academic Certificate programs. As a major player in the Southwest Florida
region, FGCU is cognizant and responsive to the region’s needs, and continues to explore
programs which serve the local community. With the addition of the Water School, online
education options, and partnerships with local businesses, FGCU has opportunities to engage a
diverse body of students in graduate studies.

16

Table 7. Doctoral Degrees Awarded by Race

In 2019-2020, FGCU awarded 49 doctoral degrees, 3 more than in 2018-2019. Of the students
offered doctoral degrees, 2 percent were Non-Resident Alien, 4 percent were Black, 2 percent were
Asian, and 20 percent were Hispanic. Black and Hispanic students saw the largest increase of
doctoral degrees awarded. Black students had an increase of 4 percent from 2019 to 2020 and
Hispanic students had an increase of 11 percent from 2019 to 2020. Asian students and students
who are Two or More Races had the largest decrease. Asian students had a decrease of 7 percent
from 2019 to 2020 and students who are Two or More Races had a decrease of 4 percent. NonResident Alien and Unknown students all saw no change from the previous year.

Table 8. First Professional Degrees Awarded by Race
FGCU does not have a professional degree program.
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PART III. ACADEMIC PROGRAM REVIEWS – STUDENT SERVICES (D)

The BOG requires University services that are provided to students be periodically reviewed by
the institution to determine compliance with equity laws and regulations.
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University Services Provided to Students
A.
Academic Advising https://www.fgcu.edu/academics/advising/
University Advising Services consists of 6 advising areas: Exploratory Advising; College of Arts
& Sciences Advising; College of Education Advising; Lutgert College of Business & School of
Entrepreneurship Advising; Marieb College of Health & Human Services Advising and U.A.
Whitaker College of Engineering Advising. FGCU uses a centralized 1+3 advising model.
Exploratory Advising works with First Time in College (FTIC) students, Honors College students,
Accelerated Collegiate Experience (ACE) dual enrolled high school students, Step Ahead summer
bridge program students, undeclared students with advanced credit, first-year student-athletes,
students in the South Village Living Learning Communities, first-year students who have
accelerated credit but do not meet their major/College milestones, transfer students who do not
meet their program milestones, CareerSource Southwest Florida Workforce Innovation
Opportunity Act grant students, and students pursuing the Integrated Studies B.A. At the end of
the first year, provided academic requirements established by the academic colleges are met, FTIC
students move from the Exploratory Advising area to advising in the college that houses the
intended program of study and are advised by that particular advising area through graduation.
University Advising Services (UAS) is committed to serving all undergraduate students at FGCU.
To do so successfully, UAS has established a schedule of professional development opportunities
for the advising community which includes activities that promote learning about a variety of
student populations including first generation students, retaining and serving minority students,
and adult learners. University Advising Services staff are highly encouraged to participate in
diversity trainings offered by the University. This resulted in several advisors earning their
Diversity & Inclusion Certificate. Additionally, we have two academic advisors who are certified
in Appreciative Advising and several others who completed training on this advising approach and
utilize the framework in their daily practice.
FGCU’s academic advisors are committed to guaranteeing that each student is treated fairly and
equally under Title IV and University policy. UAS regularly partners with Student Support
Services (SSS) to provide advising programs that support achievement in college for first
generation students, low-income students, and/or students with a documented disability. SSS’s
programs are designed to provide opportunities for academic development, assist students with
basic college requirements, and motivate students toward the completion of their post-secondary
education.

B.
Admission to Academic Programs
https://www.fgcu.edu/admissionsandaid/undergraduateadmissions
The Office of Undergraduate Admissions at FGCU actively attracts, recruits, and yields new
undergraduate students in order to meet the University’s enrollment targets. FGCU is an
inclusive community that encourages applications from students of various backgrounds
regardless of socioeconomic status, race, color, religion, national origin, sexual orientation,
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veteran’s status, disability, age, marital status, or gender identity/expression. Some of the
strategies in place to attract and enroll a diverse student body include targeted recruitment efforts
to traditionally underrepresented populations, collaboration with other university programs in
their outreach efforts, and developing programs to encourage students, including students from
historically underrepresented populations, to apply, enroll, and ultimately graduate. In order to
make certain that all qualified applicants are considered for admission, FGCU does not permit
and will not tolerate discrimination of any kind during the admissions process.
The Office of Undergraduate Admissions has multiple initiatives in place to enhance student
diversity by assisting students who otherwise may not have considered or are able to attend
FGCU. This includes:
• FGCU was the first campus in the State University System to offer in-person campus
tours during the COVID higher education move to remote learning and recruitment.
Tours were offered for specific populations including freshmen, transfer, and graduate
students. All of these tours were offered in English or Spanish;
• Developed an interactive virtual tour of FGCU. This tour is offered in three languages;
• Partnered with community agencies that serve underrepresented students including
but not limited to the Boys and Girls Clubs of Immokalee and Collier County,
Champions for Learning, the Guadalupe Center, the Quality Life Center, Take Stock
in Children, and Florida SouthWestern College (FSW);
• Leveraging relationships with local high schools and being invited to participate in
virtual recruitment events;
• Collaborated with the Center for Academic Achievement to develop a new access
program called Eagle Advantage for bright high school students whose SAT/ACT test
scores did not reflect their academic potential;
• Attended virtual college fairs throughout the state of Florida and at select locations
outside of Florida that impact recruiting diversity;
• Ensured diversity among recruitment staff by marketing for a diverse application pool,
including those speaking languages other than English and of various nationalities;
• Produced admissions and financial recruitment materials in Spanish & English;
• Supported University outreach programs by presenting admissions and financial aid
workshops and making college awareness presentations; and
• Providing tuition waivers and scholarship programs that support students in outreach
programs such as AVID, College Reach-Out Program (CROP), Scholars Club, and
Take Stock in Children.
In addition, the Office of Community Outreach provides programming for the University and
community members to promote equity, diversity, inclusion, and access. These include hosting
the following virtual events:
• The annual “Attain to Retain” Conference for underrepresented students enrolled at
FGCU, FSW, and Hodges University. The objective of the virtual conference is to help
these students succeed and understand the many opportunities that are available to
them. The Attain to Retain Conference also includes high school students, thus serving
as a recruitment tool to expose underrepresented students to FGCU;
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• Community Day, which invites agencies that work with underrepresented communities
to interact with academic areas and departments on campus. This keeps them aware of
services offered at FGCU;
• Flock to the Nest, virtual program introducing college for community partners and the
students they serve; and
• Junior Achievement Virtual Event, hosted a virtual booth introducing FGCU to middle
and high school students.
C.

Health Services

FGCU understands that the medical needs of students come in various forms. As a result, FGCU
provides services to address both students’ physical and mental health. Student Health Services
and Counseling and Psychological Services are available to all students.
Student Health Services (SHS)
https://www.fgcu.edu/studentlife/studenthealth/
The mission of FGCU SHS is to facilitate the retention, academic advancement, and graduation of
students by providing efficient, professional, and compassionate primary health care, and by
promoting individual and community health and wellness to all individuals on campus regardless
of their race or other social identities. SHS promotes overall health and wellness by providing
immunizations, laboratory services, and medical care, including routine episodic primary care,
health screenings, family planning, women’s health, and sexually transmitted infection screening
and treatment to all enrolled students regardless of gender, race, ethnicity, national origin, culture,
sexual orientation, physical ability, lifestyle, or other personal attributes.
SHS is accredited by the Accreditation Association for Ambulatory Health Care (AAAHC). SHS
provides routine medical care and preventive medicine including but not limited to: physical
examinations, health screenings, women’s healthcare, contraceptive options counseling, health
education, referrals for specialist care, and nutritional assessments by a Registered Dietician all
free of charge to currently enrolled students. SHS also offers laboratory testing, EKGs,
immunizations, pap smears, STD/STI Testing, and minor surgical procedures for a nominal fee.
SHS implemented a Community Pregnancy Van that offers free STI testing opportunities provided
monthly by Verity Pregnancy Center. Students are also offered a free STI testing walk-in clinic
for 2 hours every third Thursday of the month.
Counseling and Psychological Services (CAPS)
https://www.fgcu.edu/studentlife/healthandsafety/caps/
CAPS provides counseling services to currently enrolled students. The staff at CAPS is trained in
accordance with state and federal laws and is experienced in assisting students with issues
including depression, eating disorders, sexual assault, and academic stress. CAPS offers
individual, group, and couples counseling, consultations, assessments, psychiatry services, and
other programs and services aimed at providing holistic mental health care services (e.g., dietitian,
biofeedback, etc.). In 2019-2020 the staff facilitated 12,616 appointments. The gender break-down
of the students seen at CAPS was: 61 percent female, 30.6 percent male, 1.3 percent who self21

identify with various gender identities, 1 percent who indicated Transgender and 6.1 percent who
did not indicate their gender identity. The race/ethnicity break-down of the students seen at CAPS
was 58.7 percent White, 16.1 percent Hispanic/Latino/a, 8.4 percent African American/Black, 5.1
percent multi-racial, 1.7 percent Asian American/Asian, 1 percent who self-identified
race/ethnicity, 0.5 percent Native Hawaiian or Pacific Islander, 0.3 percent American Indian or
Alaskan Native, and 8.2 percent who did not identify race/ethnicity.
CAPS respects the diversity of individuals in their cultures, languages, lifestyles, identities,
ideologies, intellectual capacities, abilities, appearances, personalities, political affiliations, and
the many other ways people may identify. Students can speak with the staff at CAPS and be assured
of complete confidentiality. CAPS works in conjunction with the Step Ahead program to offer
Bouncing Back, a 3-session resiliency skills training, to all sections of the program.
CAPS develops and works to maintain liaison relationships with numerous offices and
departments on campus, including the Multicultural Leadership and Development Center. CAPS
has decided to, and will continue to, examine the aesthetics of the office to explore what our
clientele sees when they step into the space. The goal is to increase the chances that any students,
including minority students, will see information, visuals, or other indicators that they are seen and
welcomed in the center.
CAPS has developed resource guides for LGBTQ+ and Trans-identified students. CAPS offers a
therapy group specifically for women. Members of the CAPS staff serve in staff advisory roles for
some minority-based student organizations.
D.
Club and Intramural Athletics
https://www.fgcu.edu/studentlife/campusrec/
Campus Recreation (CR) provides recreational, sport, and fitness opportunities to the FGCU
community through a variety of programs and facilities.
The vision of the Department of Campus Recreation is to impact students’ lives through engaging
recreational experiences.
CR strives to be identified as the recreational home that creates a culture for students to:
●
●
●
●
●

Be challenged;
Cultivate a sense of well-being;
Build relationships;
Live an active life; and
Have fun.

At their core, CR operates with the following values in mind: Student Centered, Teamwork,
Purpose, Acceptance, and Development.
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The CR department has a strict workplace anti-harassment policy as part of the CR
Employee Handbook. The policy states the following:
Our department is committed to maintaining a work environment that is free from
discrimination and harassment.
In keeping with this commitment, we will not tolerate harassment of our student employees
by other student employees or professional staff members. Harassment consists of
unwelcome conduct, whether verbal, physical or visual that is based on a person’s
protective status, such as sex, color, race, religion, national origin, age, sexual orientation,
physical or mental disability, or other protective group status. Our department will not
tolerate harassment that affects tangible job benefits, that interferes unreasonably with an
individual’s work performance, or that creates an intimidating, hostile, or offensive work
environment.
If you feel that you have experienced or witnessed workplace harassment, you are to notify
one of the professional staff members. Our department prohibits retaliation against anyone
for reporting harassment, assisting in making a harassment complaint, or cooperating in a
harassment investigation.
Efforts to serve minority, women, and first generation students:
Campus Recreation commits a great deal of resources to recruiting minority, women and firstgeneration students as participants and student employees. The goal is always to be representative
of our student body. Campus Recreation continued to expand the women’s leagues in Intramural
Sports and provide support for predominantly women run sport clubs. Based on feedback from the
student staff, the department focused outreach and marketing to student organizations and Greek
organizations that serve predominantly serve minorities and women. The Campus Recreation staff
attended meetings, targeted social media posts, and tabled at organizational events to recruit
students to participant. Freshmen only programming was offered in Outdoor Pursuits and Fitness
to reach first generation students their first year in college.
Trainings and initiatives:
In 2019-2020, all professional and support staff were required to participate in the University’s
Diversity & Inclusivity Certificate program with 100% completing the program. Professional staff
incorporated implicit bias, SafeZone training, and diversity into student trainings throughout the
year.
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July 1, 2019 - June 30, 2020

This data set represents distinct, individual participants in Intramural Sports and Sport Clubs, as
well as distinct individual students who entered the Recreation Center, SoVi Pool and the Aquatics
Center.
E.
Student Financial Assistance
https://www.fgcu.edu/admissionsandaid/financialaid/
The Office of Financial Aid and Scholarships (FASO) is a service-oriented unit within the
Division of Student Success and Enrollment Management, with the primary responsibility of
assisting students secure the funds necessary to complete an education at FGCU. Given this
mission, the FASO staff assumes a proactive role in educating enrolled and prospective
students on available financial resources at the federal, state, and institutional level. The
office strives to provide timely and accurate financial aid processing that is in full compliance
with federal, state, and university regulations.
In recent years, FGCU has established various programs to reach out to all students,
including, but not limited to, first generation students and underrepresented populations.
College Goal Sunday
Three Financial Aid staff members participated in the annual College Goal Sunday event.
Financial Aid staff members assisted students on an individual basis to complete the Free
Application for Federal Student Aid (FAFSA). Students were informed on the financial aid
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process in general, as well as important deadlines to be able to maximize their financial aid
opportunities and eligibility. The majority of these students are from underrepresented
populations and first-generation college families who benefit greatly from the one-on-one
assistance.
Bilingual Financial Aid Staff
FASO provides FAFSA information in English and Spanish, which is available online and/or
on printed materials. Additionally, there are five full-time staff members who speak Spanish
and are always available to assist students and/or parents who need it.
Bilingual Financial Aid literature
The Office of Financial Aid sends out financial aid materials in English and Spanish in order
to serve all students.
First Generation Matching Grant Scholarship
The First-Generation Matching Grant Program (FGMG) provides need-based grants to
undergraduate students who are enrolled in state universities and whose parents have not
earned baccalaureate degrees. Available state funds are contingent upon matching
contributions from private sources on a dollar-for-dollar basis. The Office of Financial Aid
ranks all eligible applicants on the basis of financial need, determine the award amount for
each recipient, and notify each student of their award. Due to limited funding, not all students
that meet eligibility and deadline requirements will receive this grant. This grant is for 1 year
only and is not guaranteed in subsequent years.
Student Support Services Scholarships
The goals of the SSS Grants are to provide services and support that will increase retention
and graduation rates among its participants. The 2 grants strive to provide opportunities for
academic development, assistance with basic college requirements, and motivate students
towards the successful completion of their postsecondary education.
SSS participants must be either First Generation Students, low-income as determined by the
FAFSA, or have a documented disability in order to qualify for the program. The programs
are designed to address the academic and social needs of eligible students enrolled at FGCU.
All of the active students are provided with opportunities for academic and personal
advising, tutoring and mentoring, and cultural events. The programs are very competitive
with a limited number of openings each year.
In-State Waivers
In-state waivers are available to enhance campus diversity and academic quality in an everincreasing competitive student market. Waivers are based on the University's established
key selection criteria of recruitment, retention, diversity, and service and are awarded to
students who are classified as In-State residents. In-state waivers reduce the cost of in-state
tuition matriculation fees.
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National Hispanic Scholar Scholarship
The scholarship award is $5,000 per year. It can be renewed for up to four years or until the
student completes his/her first bachelor’s degree or until student’s earned and attempted
credits reach the required number of his/her chosen degree program, whichever comes first.
Specific Financial Aid Activities
Financial Aid Presentations to groups touring or at FGCU:
· Attain to Retain Conference attendees;
·

FGCU Trio & Talent Search high school students;

·

First Generation College Student Day attendees;

·

Clewiston High School students;

·

Community Days attendees;

·

EDU camp attendees;

·

High School counselor workshop;

·

Multicultural Leadership Development Financial Aid Roundtable;

·

Student Support Services Lunch and Learn Series; and

·

STEM camp and STEP Ahead summer bridge program participants.

Financial Aid Awareness Presentations encouraging early FAFSA completion:
· Barron Collier High School;
·

Boots to Books- Veteran’s Information session;

·

Boys and Girls Club of Collier County;

·

Cape Coral Rotary Club;

·

Former Foster Care Youth at FGCU;

·

Golden Gate High School;

·

Gulf Coast High School;

·

Immokalee High School;

·

Immokalee Foundation;

·

Island Coast High School;

·

Lorenzo Walker Technical High School;

·

Moore Haven High School;

·

Palmetto Ridge High School;

·

RU Ready Webinar Series; and
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·

St. John Neumann High School.

Student Support Services Programs (CROP, AVID, TRIO):
· SOAR Summer Bridge;
·

First Generation College Student Celebration;

·

Financial February;

·

TRIO Day;

·

FAFSA/ Foundation Application Check;

·

FAFSA Workshop;

·

Financial Aid Workshops;

·

ACT Bootcamps;

·

College and Career Readiness Workshops;

·

Leadership Development Workshops;

·

Summer Camps;

·

Campus Tours; and

·

College for A Day.

F.
Housing and Residence Life –
https://www.fgcu.edu/studentlife/housing/
The Office of Housing and Residence Life (OHRL) promotes diversity and inclusion to ensure
that every student living on campus feels as though they are part of the FGCU community. To
further demonstrate its dedication to diversity and inclusion, OHRL created the following diversity
and civility statements:
Diversity Statement
The Office of Housing and Residence Life at Florida Gulf Coast University recognizes the value
in embracing and celebrating individual differences. As a community of learners, we seek to
create an inclusive environment where all students are active participants in shaping the culture
of our community. We accomplish this by:
• Promoting a set of community standards that encourage an understanding of what it
means to live with and learn from others with varying perspectives;
• Designing a variety of programs and activities that encourage social, cultural, and
intellectual engagement; and
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• Committing ourselves to recruiting, hiring, and retaining a diverse staff.
Civility Statement
As residential students of Florida Gulf Coast University, we are committed to a community
where civility, integrity, and respect are integral components of the living and learning
experience. As members of this community we aim to:
•

Show respect, concern, and compassion for our neighbors;

•

Soar high above adversity, prejudice, and discrimination;

•

Hold each other accountable to community standards;

•

Challenge ourselves to be better citizens; and

•

Take pride in our community.

In addition to the above statements, OHRL’s Residential Curriculum includes Equity as one of
learning outcomes for students living in the residence halls. The Equity learning outcome reads
as follows:
Equity allows students to understand that they can eliminate barriers and provide
opportunities for themselves and others within society. When students practice equity,
they explore their own social identities, communicate effectively across differences, and
examine how power, privilege, and oppression impact intersecting systems. Equity
allows students to view the world from other perspectives and engage in civil discourse
with others. Students will be able to:
o Articulate their social group identities;
o Communicate effectively across difference;
o Examine intersecting systems of oppression; and
o Work toward greater equity.
As part of their professional development expectations, OHRL employees participate in different
trainings and educational programs, such as the Diversity and Inclusion Certificate Program.
The OHRL supports other departments on campus who actively recruit minority and first
generation students by providing tours of facilities, participating in campus events, answering and
sharing information, and participating in Orientation.
In addition to promoting diversity and inclusion, FGCU compiles data of the students living on
campus each year. This data is used to track trends in housing and make necessary adjustments
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if it appears that a diverse population is not represented. The data compiled each year consists of
the following: gender/sex of the students, marital status, ethnicity, and age.
The tables below summarize the demographic data for students living on campus for fall 2019
and spring 2020.

GENDER

Based on the information in the table, the representation of students living on campus is reasonably
proportionate to the student population on campus. There are more female students enrolled in
classes on campus, which accurately reflects more female students living in on-campus housing.
Proportionally, more Black students live on campus (overall make up about 10 percent of the
population).
G.
Student Employment
https://www.fgcu.edu/careerservices/
FGCU Career Development Services (CDS) is dedicated to promoting diversity amongst student
employees. CDS also promotes student development and learning by helping students implement
career, education, employment plans, and decisions. This is achieved by offering a number of
different job opportunities for student employees. Some of these opportunities include paid Federal
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Work Study positions. Student positions are filled without regard to race, color, religion, age,
disability, gender, sexual orientation, marital status, national origin, or veteran status.
CDS adheres to, and requires employers to adhere to, the Principles for Professional Practice for
Employment Professionals provided by the National Association of Colleges and Employers.
https://www.fgcu.edu/academics/internships/
The Office of Internships & Co-Operative Programs (ICP) strives to be a leader in work-integrated
learning, influence policy makers and thought leaders, forge partnerships with like-minded groups,
and provide a supportive learning community for participating students, educators, and employers.
ICP has proven to be a vital resource on campus for students to gain priceless experiential learning
opportunities and for local employers to see the value in hiring FGCU students at their companies.
ICP continuously updates Eagle Career Link, a student-employer communication job-posting
interface, with new opportunities and experiences.
H.
Educational and Work Environment
http://www.fgcu.edu/equity
http://www.fgcu.edu/adaptive
In an ongoing effort to improve the University's learning and working environments and support
the development of students and other members of the University community, the University
requires compliance with all applicable regulations and policies, as well as federal and state laws
regarding equal opportunity and non-discrimination. Florida Gulf Coast University, under the
guidelines of Federal legislation, provides access to activities, programs, and services to students,
faculty, staff, and guests with disabilities.
Adaptive Services provides accommodations and services to students, faculty, staff, and guests
with documented disabilities. These accommodations and services include academic adjustments,
such as extended time on exams, note taking assistance, tutoring, alternate formats of texts, and
assistive technology. They also include sign language interpreting, sighted guides, study skills
instruction, peer mentoring, modified work schedule, adjustable furniture, and other needs-based
accommodations.
As 10 percent of the student population is made up of students with documented disabilities,
Adaptive Services initiates contact with these students every semester to ensure they are on track
to graduating and offer assistance if needed.
The Director of the department is also the ADA Coordinator and Chair of the ADA Advisory
Committee, and works closely with other departments in reviewing campus compliance for the
ADA, and advising Administration on implementing required changes.
In addition to providing accommodations and services, Adaptive Services also provides training
related to ADA matters to campus and community partners. Those partners include student leaders,
academic departments, staff offices, local high schools, and student internship sites. Adaptive
Services also participates in numerous campus events geared toward diversity, such as Unity Day,
the Wellness Fair, the Student Support Services Summer Bridge Program, the Out of Darkness
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Campus Walk, and recreational events, which has included an adaptive water-ski event in October
for campus and community members.
I.
Personnel
http://www.fgcu.edu/HR
FGCU treats all personnel, whether they are student, part-time, or full-time employees with the
same level of dignity and respect regardless of employee classification. This is achieved by
recognizing the importance of each individual employee and the role they play in FGCU’s
inclusive community. Additionally, FGCU safeguards the consistent application of University
policies and procedures to ensure that all personnel matters are handled in a manner that aligns
with FGCU’s Non-Discrimination Statement and applicable policies and practices that promote
equity and diversity.
New employees participate in a New Employee Orientation (NEO) program designed to acclimate
employees to FGCU to promote retention and inclusion. As a part of their onboarding, full time
faculty and staff participate in the 5-Star Academy. During the second session, the OIEC provides
training on diversity and inclusion to maximize the number of employees who understand and
advance these topics on campus.
In addition, OPS employees, including student employees, go through their own orientation
program, which includes a session that reviews diversity, inclusion, and equal opportunity. The
department of Human Resources also makes sure students learn about different resources and tools
that would be useful in their employee roles. Student Employees make up over 40 percent of the
total employees at FGCU.
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PART III. ACADEMIC PROGRAM REVIEWS – ENROLLMENT (E)

The following section overviews FGCU’s effectiveness in enrollment equity in the reporting
year. Accolades, statistical achievement, and other documentation are considered. Identify areas
for improvement in the following year and the programs and timetable to achieve the
improvement.
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Enrollment Overview

FGCU enrolled 14,977 students in fall 2019, which is a decrease of 69 students from the fall 2018
enrollment of 15,046 students. In the fall 2019 semester, 8,557 students were female, accounting
for 57 percent of the total population. This is consistent with previous years’ gender breakdowns.
The University enrolled 6,420 male students, accounting for the remaining 43 percent. The
University’s enrollment of minority students in fall 2019 also showed a slight increase from the
fall 2018 semester. FGCU enrolled 3,319 Hispanic students in fall 2019, representing 22 percent
of the total population. This is an increase from the 3,114 Hispanic students in fall 2018 who
represented 21 percent of the total population. The growth in the Hispanic student population
reflects the University’s goal of becoming a recognized Hispanic Serving Institution.
The data in the chart above breaks down the student population based on race and gender. Further
data, such as enrollment based on age, degree programs, etc. is included as Attachment 2 at the
end of this report.
FGCU has identified several areas for improvement related to enrollment, which will increase
the University’s equity in this area. The current timeline is to work on these initiatives throughout
the next year, with changes implemented by 2022 for the Fall 2023 semester. First, related to
technology, FGCU is moving its record database from Banner to Workday. The current system,
Banner, is clunky and creates challenges transitioning new students to campus. Workday will
provide a more seamless transition. Second, FGCU is working on partnerships to increase
international student enrollment. Now that the pandemic is more under control, FGCU anticipates
students from other countries will begin traveling and studying in the US again in larger numbers.
FGCU is working on partnerships, support, and other initiatives to increase its international
student population. Third, FGCU is focusing on the diversity of domestic students as well. The
University has a long standing commitment to recruiting, enrolling, retaining, and graduating a
diverse student population. Enrollment Management will be identifying addition strategies to
recruit and enroll a more diverse applicant pool.
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PART IV. GENDER EQUITY IN ATHLETICS

Under the Florida Education Equity Act, each university shall prepare an annual update to the
gender Equity Plan and include a description of the findings followed by an assessment of
gender equity in eleven areas.
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Title IX’s Applicability to Gender Equity in Intercollegiate Athletics
Title IX is an important federal civil rights law that prohibits discrimination on the basis of sex
with respect to postsecondary institutions that receive federal financial assistance from the U.S.
Department of Education (USDOE). Title IX is enforced by the USDOE’s Office for Civil Rights
(OCR). Among other things, Title IX applies to gender equity in athletic programs operated by the
University. As such, the University must provide equal opportunities to participate in athletics to
both male and female students. Specifically, Title IX, as enforced by OCR, sets out three
parameters upon which gender equity in postsecondary athletics can be measured and achieved. A
university can show equity in postsecondary athletics by showing one of the following: (1) the
intercollegiate-level participation opportunities for male and female students at the institution are
“substantially proportionate” to their respective full-time undergraduate enrollment, (2) the
university has a “history and continuing practice of program expansion” for the
underrepresented sex, or (3) the university is “fully and effectively” accommodating the interests
and abilities of the underrepresented sex. The University meets the “substantially proportionate”
test, as during the applicable time period, there were 118 (43.54 percent) male and 153 (56.46
percent) female participants in intercollegiate athletics.
In addition to meeting the “substantial proportionate” test, the University must determine whether
the “substantially proportionate” athletic representation actually provides “equal opportunity” for
the sexes. In making such a determination OCR considers, among other things, the following
factors: (1) the provision of equipment and supplies; (2) scheduling of games and practice time;
(3) travel and per diem allowances; (4) opportunity for coaching and academic tutoring; (5)
assignment and compensation of coaches and tutors; (6) provision of locker rooms, and practice
and competitive facilities; (7) provision of medical and training facilities and services; (8) housing
and dining services; (9) publicity; (10) recruitment; and (11) support services. These factors are
affectionately termed the “laundry list”. No one factor is dispositive in determining whether “equal
opportunity” exists. The Act adopts an analysis similar to what is used by OCR. Consequently,
compliance with OCR standards equates to compliance with the Act with regard to gender equity
in athletics.
Using an evaluation of the 11 factors listed above and the “substantially proportionate” test, the
Report finds that the University is compliant with Title IX and the Act’s requirement to provide
equitable opportunities in athletics to male and female student athletes. The following charts
illustrate compliance as such.
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Florida Equity Reports
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PART IV: Sex Equity in Athletics
Chart 1.

Sex Equity in Athletics Update

Chart 1: Sex Equity in Athletics Update

Element

Assessment

1. Sports offerings

FGCU offers 15 intercollegiate sports: 6 for males (baseball,
basketball, cross country, golf, soccer and tennis) and 9 for
females (basketball, beach volleyball, cross country, golf,
soccer, softball, swimming and diving, tennis, and
volleyball).

2. Participation rates,
male and female,
compared with fulltime undergraduate
enrollment

There were 118 (43.54 percent) male and 153 (56.46 percent)
female participants in intercollegiate athletics.
This
essentially mirrors the institution's 56.52 percent full-time
female and 43.48 percent full-time male undergraduate
populations according to the FGCU Office of Planning and
Institutional Performance. Based on the information above,
the participation rates fit well within the Office of Civil Rights
expected 1 percent threshold for “proportionality”.

3. Availability of
facilities, defined as
locker room,
practice, and
competitive facilities

Men's and women's basketball have exclusive locker rooms
in the same building as their practice/competition site (Alico
Arena). Women’s volleyball and beach volleyball currently
share a locker room, as there is a small number of overlap with
student-athletes on both teams. Four lockers were added to the
current volleyball locker room in 2016 to house additional
beach players. Also housed in Alico Arena are the men's and
women's tennis locker rooms that are respectively shared with
men's and women's cross country and also occasionally used
as visiting team quarters. Baseball, softball and men's and
women's soccer have exclusive locker rooms in the Outdoor
Sports Complex, which is centrally located to all fields. The
swimming and diving team has a private locker room located

Area for
improvement?
(mark if yes,
and describe on
form below)
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at the aquatics facility. Unfortunately, space per studentathlete is half of what is provided as a minimum to other
teams. Beach volleyball occasionally practices at Estero
Community Park, which is also their competition site, but
most often utilizes the on-campus sand courts shared with
campus recreation, located adjacent to Alico Arena and their
locker room. Each team has comparable locker rooms and
facilities within each sport. All teams practice in the same
facility in which they compete and all facilities are on campus
(with the exception of golf, beach volleyball and cross
country when they utilize Estero Community Park) so the
availability of the facilities is excellent.
4. Scholarship offerings The male student-athletes received $1,231,683 (34 percent)
for athletes
in athletic scholarships (includes waivers and other
countable aid). The female student-athletes received
$2,367,046 (66 percent) in athletic scholarships, including
waivers and other countable aid. Because female athletes
are 56.46 percent of the total number of athletes, the
scholarship designation should be more in line with this
percentage. Although there is a disparity, there is little room
for improvement because all six men’s teams are at the
NCAA maximum allowed athletics grant limits and the
largest male sport is baseball and consists primarily of
Florida residents. We are currently at roughly 50 percent of
our student-athletes from outside our Florida borders and the
cost of an out of state waiver is $19,338 and primarily used
by our women’s programs, as evidenced by the 18 additional
overall witnessed in 2019-20 via 66 for women and 27 for
men – compared to 46 for women and 29 for men in 201718, resulting in a swing of a net 22 for females that equated
to $425k+ more in athletics financial aid and an increase in
total such resources by gender moving from 61 percent/39
percent for females to the aforementioned 66 percent/34
percent.
5. Funds allocated for:
a) the athletic
program as a
whole

A majority of the department's revenue is received through
student fees; however, the department does a good deal of its
own fundraising and currently provides 31 percent of its
current budget from outside contributions (donations, ticket
sales, corporate sales, and NCAA revenue distributions).

b) administration

The administrative staff includes the Director of Athletics,
the Senior Associate Athletic Director for Administration,
the Senior Associate Athletic Director for Student-Athlete
Services/SWA, the Associate Athletic Director for
Advancement, the Associate Athletic Director for Marketing
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& Sales, the Associate Athletic Director for Facilities and
Operations, the Associate Athletic Director for
Communications, the Associate Athletic Director/Director of
the Hartley Academic Resource Center, the Assistant
Athletic Director for Compliance, the Assistant Athletic
Director for Business Development, the Assistant Athletic
Director for Health Performance, and the Assistant Athletic
Director for Financial Operations. Funds are allocated for
the administration to have professional development as well
as travel costs to attend necessary conferences and meetings.
Each administrator's oversight responsibilities are involved
with all 15 sports programs.
c) travel and per
The state of Florida mandates a maximum daily per diem of
diem allowances $36/day ($6 for breakfast, $11 for lunch and $19 for dinner).
Modes of transportation were fairly consistent across men's
and women's teams. Almost all teams took chartered buses
for trips within the state of Florida (except smaller teams such
as golf and tennis who primarily took vans) and flights for
trips outside the state. Both the men's and women's teams stay
in moderately-priced hotels of similar quality.
d) recruitment
Recruitment budgets for 2019-20 show $179,475 (53.58
percent) allocated for the women's teams and $155,475
(46.42 percent) allocated for the men's teams. Recruiting
budgets are determined by the Director of Athletics, sport
coordinators and the Assistant Athletic Director for
Financial Operations based on the number of studentathletes each team needs to replace.
e) comparable
All teams are provided a full-time head coach with the
coaching
exception of men's and women's cross country sharing a head
coach and our still growing beach volleyball program is parttime. During the 2019-20 academic year, the women's teams
were allocated 56 percent of the total coaching salary funds to
compensate coaches in the athletics department.
f) publicity and
promotion

g) other support
costs

Funds for publicity and promotion are provided to the
athletics communication’s office and the marketing office.
These two offices support all athletic teams and are
responsible for separate team pages on our
www.fgcuathletics.com website (rosters, bios, schedules,
statistics, news, etc.). Programs for home events, posters,
and schedule cards are just some of the printed and online
publications that are produced. Game day promotions are
provided as well in an equitable fashion.
Funds are provided for other support costs such as
administrative, clerical, athletic training, strength &
conditioning, academic advising services and compliance. All
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of these support services provide equivalent service to all
sports teams.
6. Provision of
equipment and
supplies

According to feedback from our annual student-athlete
surveys and coaches through the Specific Sports Needs
Evaluation, the men's and women's programs receive high
quality equipment and supplies. Coaches receive an operating
budget and purchase the necessary equipment and supplies for
their team, in conjunction with the Head Equipment Manager.
The amount and quality of equipment and supplies are
determined by the individual coach, based on their
preferences and budget. In 2009-10 a rotation system of
replacing uniforms was implemented based on the condition
and age of current uniforms. Also, thanks to the Men’s
Basketball team’s “Sweet 16” appearance, FGCU was able to
generate a first ever modest all-sport apparel deal with Nike
in 2013-14 that was renewed in the summer of 2018.
Likewise, starting with the 2015-16 budget, each team was
allocated an additional $200/student-athlete to assist with
rising costs.
7. Scheduling of games NCAA Bylaws dictate the maximum number of contests and
and practice times dates of competition for each sport, as well as the minimum
contests and participant requirements for sports sponsorship.
The number of conference games is determined by the ASUN
Conference. No such requirement exists for the swimming
and diving team with the Coastal Collegiate Sports
Association other than mandated participation at the annual
end of season CCSA Championship meet. Those sports that
have their own facilities for practice and competition
(softball, baseball, men's and women's cross country, men's
and women's golf, swimming and diving, beach volleyball,
and men's and women's tennis) select practice times that are
most conducive to the student-athletes' class schedules. The
coaches of those sports that share a facility (men's and
women's soccer; volleyball and men's and women's
basketball) meet each semester to decide on practice times
once class schedules have been ascertained for their studentathletes. The Associate Athletic Director of Facilities and
Operations coordinates these discussions. In regards to game
times, the most preferred slots (i.e., second game of a
basketball doubleheader) are shared.
8. Opportunities to
Tutoring, supplemental instruction and other academic
receive tutoring
assistance programs are equally available to all female and
male student-athletes. The Department of Athletics joined
with the Center for Academic Achievement in recent years to
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provide more opportunities for tutoring beyond what the
Department of Athletics provides.
9. Compensation of
coaches and tutors

Compensation for tutors: Tutors are provided by the
Department of Athletics to the student-athletes who request
the assistance. They are paid $9/hour; however, someone
with a bachelor’s degree or higher is paid $18/hour. Further
tutoring assistance is provided by the Center for Academic
Achievement where tutors are compensated $9/hour. Some
tutors may earn community service hours through their
tutoring service. Compensation for coaches: Rates of
compensation are determined by a number of factors
including experience and market conditions for the position.
During the 2019-20 academic year, 56 percent of the total
coaching salary funds were allocated to compensate women’s
teams’ coaches in the athletics department.
10. Medical and training Each athletic team is assigned a certified/licensed athletic
services
trainer whose responsibility includes providing basic medical
attention to student-athletes and making referrals for
urgent/emergency medical care. Some teams share an
individual. However, all of these support services provide
equivalent service to all sports teams.
11. Housing and dining Male and female student-athletes are provided the same
facilities and services housing and dining facilities available in the same manner that
they are to the general student body.

Chart 2. Sex Equity in Athletics - Areas for Improvement
Areas for Improvement

Program for Improvement

Timetable

N/A

Chart 3. Sex Equity in Athletics - Compliance
Check one basis below for assuring that the
University is in compliance with the Florida
Educational Equity Act:
________ Accommodation of Interest and Abilities
___X____ Substantial Proportionality
________History and Practice of Expansion of Sports
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PART V. EMPLOYMENT REPRESENTATION

The Florida Equity Report contains information on the achievement of appropriate
representation of women and minorities in selected faculty and administrative employment
categories. Tables 1-4 below include information relevant to that end.
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Employment Representation
This section reviews the utilization of women and minorities, as applicable, in senior level
administrative positions and by faculty rank and/or tenure status. FGCU currently does not offer
new tenure track positions. Tenured faculty mentioned in the tables below refer only to those
applicable faculty members who transferred from University of South Florida-Fort Myers to
FGCU at its inception. Employment data is derived from the Integrated Postsecondary Education
Data System (IPEDS), which is completed annually by each university. The 4 tables in this section
provide data on the following:
A. Category Representation- Tenured Instructional Faculty;
B. Category Representation- Tenured-Track Instructional Faculty;
C. Category Representation- Faculty not on Tenure Track Instructional or Faculty employed
at a non-tenure granting University; and
D. Category Representation- Management Occupations.
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Table 1. Category Representation – Tenured Faculty

As mentioned previously, FGCU does not currently use a tenure track system. There is a small
percentage of tenured faculty that transferred in to FGCU during the University’s inception. Now
that the University has been open for 24 years, there is a logical loss of original faculty members
in the past 5 years due to attrition. Currently, there are a total of 3 tenured faculty members, of
which, 2 are female. Of the 3 tenured faculty members, 2 are White and 1 is Hispanic.

Table 2. Category Representation – Tenure-Track Faculty
This category is not applicable to the University, as FGCU does not offer new tenure positions.
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Table 3. Category Representation – Non-Tenure-Earning Faculty or
Faculty at Non-Tenure Granting Universities

FGCU had a total of 513 non-tenure earning faculty members during the applicable time period.
This number increased by 39 compared to the previous year, increasing by 26 males and 13
females. The female faculty makes up approximately 45 percent of the total non-tenured faculty
members. The most significant changes were a 50 percent increase in persons identifying as
American Indian/Alaska Native, and a 24 percent increase in persons identifying as Asian. While
this is a step in the right direction, only 4 percent of the non-tenured faculty are Black/African
American, and only 5 percent identify as Hispanic.
The University works to continue increasing the diversity among faculty members. To assist with
this regard, the OIEC, The Office of the General Counsel (OGC), and HR teamed up to present to
Faculty and Dean search committees to ensure that all members understand the University's
dedication to a diverse and equitable working and learning environment.
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Table 4. Category Representation – Executive / Administrative / Managerial

In the reporting year, Executive, Administrative, and Managerial positions were represented by
approximately 80 percent of people self-identified as White to include 12 new hires. This is a 5
percent increase compared to the previous year. There was a 53 percent increase to Hispanics and
a 5 percent increase to blacks while almost all other marginalized groups saw no change.
As such, there is much room for improvement in the hiring and retention of Executive,
Administrative, and Managerial Employees. To assist in this regard, the University’s HR
Department has taken steps to increase minority representation in employment by increasing
advertising to minority groups, consulting with the University’s OIEC on vacancy waiver positions
to promote equity, and increasing investment in software to recruit from a wider and more diverse
pool of national job sites.
Additionally, the HR Department continues to use Localjobnetwork.com, a web-based service
that aids the University with its goal of increasing diversity in applicant pools while also ensuring
compliance with applicable federal regulations. The service is a 12-month subscription that crosspost FGCU postings to local employment websites, local diversity websites, and the state job bank.
It also aids the University’s diversity recruiting by featuring all postings on websites that have
accessibility features to ensure job seekers with a disability can easily navigate and search for
FGCU jobs.
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Additionally, FGCU job postings are mailed daily through their Community and Diversity
Outreach program connecting our jobs with active and passive job seekers. The community
partners we seek to include are:
● Minorities
● Women
● People with disabilities
● Veterans
● Diversity organizations
● Universities and colleges
● Historically black colleges and universities
● State workforce agencies
● Construction/skilled trades
● Professional/technical groups
● Business professionals
In addition, the service helps with increasing our social media presence by way of Facebook,
LinkedIn, Twitter, and YouTube. The University is committed to increasing diversity at all
employment levels. The HR Department has also invested in software specifically geared towards
individuals with disabilities and potential veteran applicants.
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PART VI. AREAS OF IMPROVEMENT/ACHIEVEMENT 2019-20120

Academic Services, Programs, and Student Enrollment
Areas of Improvement
See Part III of this Report

Areas of Achievement
See Executive Summary and Part III of this Report

Sex Equity in Athletics
Areas of
Improvement
N/A

Areas of Achievement
FGCU has consistently maintained substantial proportionality remaining
in compliance with the Florida Educational Equity Act.

Employment
Areas of Improvement

Areas of Achievement

The University is committed to increasing diversity at all FGCU continues to increase its
employment levels, but understands that there is more numbers of Black, Hispanic, Asian
American
Indian/Alaska
work to be done. Over 80 percent of the population of and
Executive, Administrative, and Managerial positions Native faculty members. The most
continue to be White. This went up 5 percent from the significant changes were a 50
previous year. As nearly 77 percent of the faculty is percent increase in persons
white, there is a need for more minorities in faculty and identifying
as
American
staff positions. Additionally, the University faculty is not Indian/Alaska Native, and a 24
representative of our student body. For example, only 4 percent increase in persons
percent of the non-tenured faculty are Black/African identifying as Asian. The female
American, and only 5 percent identify as Hispanic. The faculty increased 6 percent and
University is working harder to create representation now makes up approximately 45
within its employment structure by increasing advertising percent of the total non-tenured
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to minority groups, consulting with the University’s faculty members. FGCU also saw a
OIEC on vacancy waiver positions, and increasing 53 percent increase of Hispanic
investment in software to recruit from a wider and more individuals in roles of Executives,
diverse pool of national job sites.

Administrators, and Managers.
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PART VII. PROTECTED CLASS REPRESENTATION IN THE PROMOTION
PROCESS

The Florida Equity Report contains information on the representation of women and minorities
in the faculty promotion process. The table below includes information relevant to that end.
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Table 1. Protected-Class Representation in the Promotion Process

The University promoted about 82 percent of the applicants over the course of the 2019-2020
academic year. Females applied for promotion at a slightly higher rate with 27 applications. Males
were promoted at a slightly higher rate than women; 87 percent of the males who completed their
application were promoted. Of all minority females who completed the application process, 100
percent were promoted.
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PART VIII. FACULTY PROMOTION AND COMMITTEE COMPOSITION

The Florida Equity Report contains information on the representation of women and minority
representation on the Faculty Promotion Committee. The Table below includes information
relevant to that end.
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Table 1. Promotion Committee Composition

The Promotion Committees have a higher percentage of diverse participants than the overall
faculty representation at FGCU, with 33 percent of the committee members identified as nonwhite, compared to the overall faculty representation of 23 percent racial and ethnic minorities.
This is, of course, due to the smaller number of participants within promotion committees, and
does not accurately reflect the lack of representation among all the ethnic and racial minorities at
FGCU. For example, there are only Black males, Asian males, American Indian/Alaskan Native,
Hispanic males and females, leaving out many other ethnic and minority groups.
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PART IX. OTHER

Budget Allocation, President and Executive Leadership
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Part IX
Budget Plan (see also Executive Summary)
● The University, firm in its commitment to equity and diversity, continues to allocate the
necessary funding in order to attract, recruit, and maintain a diverse student population and
employee workforce.
● The University, through the Office of the President, has allocated funding for the Diversity
and Inclusion Committee, along with other offices, to continue to host events and training
sessions on campus for students and employees in support of equity. The Committee has
been successful in managing and coordinating the Diversity and Inclusion Certificate
Program for Faculty, Staff, and Students.
● The University continues to invest in training (both in person and online) for faculty, staff,
and students on the protections and prohibitions of the Act and applicable federal and state
law.
● The University has also invested in additional personnel in the OIEC to better serve the
University with respect to equity, diversity, and inclusion.
President and Top Administrators
● The University’s commitment to equity and diversity starts with its top level executives,
led by the President.
● The University continues to assess Diversity and Inclusion as a metric on the annual
employee evaluations for every employee throughout the University including top-level
administrators. At this time, the president is not evaluated on this metric but will be in the
near future.
● The OIEC currently reports directly to the President for the purpose of assisting the
University in its ongoing quest to provide a working and learning environment free from
discrimination and harassment.
● The President’s Cabinet has been integral in maintaining a high level of achievement within
the University with respect to creating and fostering a working and learning environment
that encourages equity and diversity.
● Several members of the President’s Cabinet have attended trainings and events hosted by
the OIEC on a myriad of topics including disability discrimination and sexual harassment.
They have also encouraged their employees to attend events.
● All members of the University’s Cabinet have played an active role in the recruitment of a
more robust and diverse applicant pool by consulting with Human Resources and the OIEC
for waiver applications and nationwide position advertising.
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FGCU EQUITY REPORT COMMITTEE
This report was drafted by:
Office of Institutional Equity and Compliance
Precious G. Gunter, Director of Equity, Ethics, and Compliance and Title IX Coordinator
Waneka McFarlane, Diversity and Inclusion Coordinator
Jessica Homer, Assistant Director and Deputy Title IX Coordinator
Emily Nanna, Investigator II and Deputy Title IX Coordinator
Keira De Oliveira, Compliance and Ethics Coordinator
Our special thanks to the President, Executive Leadership, and all of the Departments that
provided information included in this Report.
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