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DISCLAIMER
The disclosure that follows is intended to fully comply with the Inclusive
Excellence Plan template that requires transparency as it relates to data
and our understanding of the ask. This document is a draft and is
provided for informational purposes. The information contained herein
is subject to change and does not commit the College of Science. The
final version of the College of Science Inclusive Excellence Plan will be
published once approved by the Office of the President and/or Provost.
The College of Science is committed to recruiting, hiring, developing and
promoting students, staff and faculty without regard to age, race, color,
religion, sex, national origin, military and protected veteran status,
sexual orientation, gender identity or expression, transgender status,
sex stereotyping, or disability.
We recognize that our ability to serve the College of Science community
is strengthened by establishing a diverse college in which differences are
accepted and valued on an inclusive basis.
The College of Science aspires to foster a multi-cultured atmosphere
that provides a supportive environment where everyone is treated with
mutual respect, trust, and understanding; an environment where
everyone can reach their full potential. The college values the knowledge
and talents of a diverse community in order to meet and exceed the
SMART goals described in the Inclusive Excellence Plan.
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LETTER FROM THE DEAN
I am pleased to present the College of Science Inclusive Excellence Plan. I would like to thank everyone
who provided valuable input and helped shaped this plan.
This plan was developed in parallel with development of the George Mason University Anti-Racism and
Inclusive Excellence (ARIE) Task Force Inclusive Excellence Plan. The insights and dedicated work of
the ARIE Task Force and College of Science subcommittees haves paved the way for a closer look at
our internal practices, policies and procedures, thereby allowing for us to be collaborative and strategic
in how we approach enhancing diversity, equity and inclusion (DEI) throughout the College of Science.
The Inclusive Excellence Plan provides us with a framework and approach for embedding DEI into the
systems and structures of the College of Science.
Complex issues of diversity, equity, and inclusion require
commitment to continuous learning, personal vulnerability
and introspection, openness to others, and dedication to
thinking about our work purposefully to seek remedies to
societal inequities. The work of promoting social justice is
not easy, but it is imperative.
I am personally inspired by the work that has already been
done by members of our community, as well as the
roadmap set forth in this plan to advance the College of
Science’s commitment to inclusive excellence. Anyone
(students, faculty, staff, alum, etc.) associated with the
College of Science should feel our commitment to
inclusion at the core of their experiences.

Dr. Fernando Miralles-Wilhelm
Dean, College of Science

This will require the entire College to engage and embrace the goals and actions set forth in this plan. I
am committed to this work alongside you, and I am excited to see the College of Science’s future as an
increasingly inclusive community.
Respectfully,

fetid

Fernando Miralles-Wilhelm, Ph.D
Dean, College of Science
ii

UNDERSTAND. INNOVATE. SUCCEED .
The College of Science at George Mason University blends traditional science education with
sought-after programs in molecular medicine, climate dynamics, planetary science, forensic science,
environmental studies, and geoinformation science to prepare students for exciting careers at the
cutting edge of interdisciplinary scientific domains.
While serving as a vital community and regional resource for teaching and learning through
handsPOSTMODERN
PAINTING. Stella
on programming for kindergarten through 12th grade (K–12) students, teacher training, and
outreach
alternately
paints in
oil and watercolor

programs, the college also undertakes pioneering research endeavors that offer insight and solutions
to the complex issues that challenge today’s world. Academic and research programs are housed at
both the Fairfax and Science and Technology Campuses and other specialty locations throughout
Northern Virginia. Facilities feature the latest in classroom technologies, state-of-the-art
laboratories, and ample space for student and faculty interaction and study.
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PREAMBLE
The College of Science embraces diversity and inclusive excellence as the lodestar that both unifies and guides
our wide-ranging academic, research, service, and community endeavors. Equity, inclusion, civility and social
justice are essential to ethical innovation, leadership, scholarship, and practice across all scientific disciplines,
from data-driven decision-making, to engaging global and local perspectives in scientific problem-solving and
breaking down barriers for the historically minoritized and oppressed. Mason Science is committed to instilling
these values within our college community, and in our critical roles as STEM ambassadors to the world.

Why Inclusive Excellence?
Inclusive Excellence was first introduced by the American Association of Colleges and Universities (AAC&U)
in 2005 as a methodology for helping colleges and universities realize the benefits of diversity and inclusion,
and their positive impact on institutional quality. As a guiding principle, for our college, Inclusive Excellence
is meant to include and engage the rich diversity of students, staff, faculty, administrators, alumni and
community constituents in our the overall success. Thus, we recognize this work to be a journey of discovery
and transformation for every activity we undertake at all levels of the College of Science.
Inclusive excellence can be looked at two ways. In one regard, it can be viewed as practicing and striving for
excellence in institutional inclusion efforts. This view suggests a high quality, comprehensive approach for
achieving an inclusive and welcoming community. It means attending to both the demographic diversity of the
institution and also to the need to foster climates and cultures that provide every member of the community
with the opportunity to thrive and succeed. Essentially, the focus is on being excellent at inclusion.
Another way to view Inclusive Excellence is to focus on making excellence inclusive. This means ensuring that
academic and social success on campus is not reserved for a few. It requires the integration of diversity,
inclusion and educational quality, and making sure that they are recognized as interdependent. In this regard,
the focus is on being inclusive about excellence.
We recognize both of these complementary views of Inclusive Excellence as essential for engaging, supporting
and celebrating our faculty, staff and students, and maintaining a welcoming and inclusive community that
values and respects the identities, insights and contributions of everyone.
The composition of the College of Science continues to diversify, both in ways we can visibly see and in ways
we cannot see, mirroring the country, state and communities to which we serve. We know that this
diversification of students, faculty and staff will continue to grow. Given historical inequities that exist in our
nation and in higher education, this changing demographic requires us to advance our individual, programmatic
and systemic support systems to assure the success of each member of the College of Science community.
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CORE PRINCIPLES
Principles are more fundamental than institutional policies and objectives. They inform policies, procedures,
and objectives; they help us determine the College of Science’s strategic goals, objectives, and actions. All
of our principles and actions are underpinned by respect for the dignity, rights, and full participation of all
those who live, work and learn within the College of Science. Both the Association of American Colleges
and Universities (AAC&U) and George Mason University have identified Diversity, Inclusion and Equity as
their Core Principles. The College of Science Inclusive Excellence Plan is guided by those Core Principles
complemented by the below the below table of definitions.
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OVERVIEW
The College of Science was established in 2006 via a merger of the School of Computational
Science and the Science and Mathematics Department of the Former College of Arts and Sciences.
Dr. Vikas Chandhoke served as the first dean of the College of Science from 2006 to 2013. Dr.
Chandhoke was appointed by George Mason University Provost, Peter Stearns, to the position of
vice president for research and economic development in 2013. From 2013 to 2019, Dr. Peggy
Agouris served as dean. Dr. Ali Andalibi served as interim dean for the College from 2019 to
2020. Dr. Fernando Miralles-Wilhelm was named the dean of College of Science by the office of
the Provost in 2020.
Dr. Miralles-Wilhelm is charged with advancing the College of Science’s strong national and
international reputation by providing the vision and intellectual leadership needed to build and
strengthen academic programs. He is promoting excellence in research, scholarship and practice;
leading the development and implementation of strategies that build strong relationships with a
wide range of stakeholders, partners and collaborators; and securing a strong resource base to
support faculty, programs and initiatives.
The College of Science fuels George Mason University’s spirit of innovation. The college offers
19 undergraduate degrees, 27 graduate degrees, 11 minors, 3 undergraduate certificates and 13
graduate certificates. The college also offers 25 bachelor's/accelerated master's programs, allowing
students to earn their bachelor's and master's degrees in a shorter amount of time. The college
currently has 12 academic units that span the sciences:
Atmospheric, Oceanic & Earth Sciences
Biology
Chemistry & Biochemistry
GeorgeSquared: Biomedical Science Program
Computational and Data Sciences
Environmental Science and Policy
Forensic Science Program
Geography and Geoinformation Science
Interdisciplinary Program in Neuroscience
Mathematical Sciences
Physics and Astronomy
School of Systems Biology
3

The College of Science also has 16 thriving research centers. Supporting the
departments, units, and research centers in the College of Science are 970 employees of
which 440 are employees that receive benefits. Appendix A depicts the College of
Science Employee types.
As of the spring of 2021, there are a total of 3,874 students in the College of Science. Of
the 3,874 students, 2,845 are undergraduate students; and 1,029 are graduate students
(refer to Appendix A for more details).
The College of Science's overall goal as it relates to inclusive excellence is to continue
to cultivate:
an environment were diversity, equity and inclusion is in the "DNA" of college;
an environment that embraces the multiple dimensions of diversity;
an environment where all members of the College of Science community are
appreciated, valued, respected and supported;
an environment that confronts inequities head on;
an environment that holds its members accountable for their actions,
to ensure that the college is living up to its commitment to the students, employees,
alum, STEM community, University, and society as a whole. The following table depicts
the initiatives and programs that the college is currently spearheading that support
advancement and success for underrepresented communities.
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CURRENT CLIMATE & CULTURE
The College of Science’s current climate and culture relative to inclusive excellence is in transition. Due to changes in
senior leadership, a newly appointed dean has worked diligently to emphasize his priorities, while gaining a full
understanding of the college and university all during a global pandemic. The college has a history of having diverse student
representation; however, that is not the case for both faculty and staff. This requires the college to take the
recommendations and feedback from several surveys and reports (COACHE, Faculty Exit, Staff, Term Faculty Task Force
Report, Adjunct Faculty Task Force Report) and make them actionable. The global pandemic and enhanced focus on social
injustices within marginalized communities has increased the need for a deeper dive into how to ensure the College of
Science is not just stating it is committed to diversity, equity and inclusion, but demonstrating through action its
commitment to (1) establish equitable processes, policies and procedures; (2) educating the employees and students on our
civic responsibility within and outside of the STEM community; (3) ensuring a psychologically safe environment for both
employees and students; and (4) cultivating an environment of accountability, transparency and respect for all.
In June 2020, two employees were selected to serve as part-time Chief Diversity Officers (CDOs) for both Faculty (Dr.
Gerald Weatherspoon) and Staff (Lillian Virgil). At the university level, Anti-Racism and Inclusive Excellence (ARIE)
Taskforce was charged with developing an Inclusive Excellence Plan for the University. At the college level, the CDOs were
responsible for:
Promoting a diverse, equitable and inclusive environment that is welcoming for all members of the College of Science
community.
Organizing forums to discuss diversity, equity, and inclusion (DEI) issues and strategies, with emphasis on the College
of Science being a proactive community that truly supports DEI.
Work with constituents (faculty and staff):
To hear concerns
Provide resources for training and informational sessions
Advise the college’s leadership on best practices for DEI
Work closely with HR to ensure that the college’s policies and procedures (recruitment, hiring, retention, promotion;
recognition, promotion, salary and equity for Employee Work Profile (EWP) and reclassification) activity and
consistently incorporate DEI in every step of the process.
As of late, the CDOs have focused on ARIE Task Force initiatives, onboarded a consultant and project manager to assist
with the development of the College’s Inclusive Excellence Plan. The synergistic efforts have afforded the CDOs to address
all three (3) charges listed above, thereby producing an actionable plan that will require a mindset shift to develop a culture
of inclusive excellence throughout the College.
The College of Science’s faculty and staff are required to take three trainings offered by the Compliance, Diversity and
Ethics (CDE) office:
101: Intersections: Preventing Discrimination and Harassment (Substitutes for Equal Opportunity: A Fair Shake training
– must first be taken in person)
127: Tools for an Ethical Workplace (Substitutes for Ethics training)
418: Bridges: Building a Supportive Community (Substitutes for Title IX Overview and Sexual Harassment Prevention
training – must first be taken in person)
Both faculty and staff who serve on search committees are required to take the trainings outlined by the University’s search
committee guidelines. It is notable that the hiring authority for staff search committees is not required to take the search
committee training, but the hiring authority for faculty is. Later in the document, there is a recommendation for the staff
hiring authority to also be required to take the trainings.
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The College of Science has a culture of giving. There are over 15 scholarships available to students; however, only one
existing scholarship is earmarked to recruit, retain, and graduate MS/PhD students from marginalized communities, which is
aligned with the Mathematics department. The college is currently working with other program offerings, including the G2
(George Mason and Georgetown post bac program) and ASSIP (Aspiring Summer Scientist Internship Program). ASSIP
plans to refocus its energy on new strategies for recruiting first generation college students and students from
underrepresented groups by working with the various Mason entities that support advancement and success for
underrepresented groups.
Please refer to the table within the College of Science Initiatives and Programs table on page ____ for more details on the
outreach designed to increase the number of opportunities for underrepresented students pursuing STEM degree, the College
of Science that cover a wide range of areas.
1. Females of Color and those Underrepresented in STEM (FOCUS)---Designed for rising 6th - 8th grade females.
2. Virtual STEM Bridge Camp—Online learning experience for incoming freshmen that empowers them for success in
entry level math and science courses at the university level.
3. The Rural and Diverse Student Scholars (RADSS) Program---A strategic initiative to recruit and retain rural and
diverse Virginia students in STEM majors; directly supports undergraduate scholarly activities for students within the
underrepresented communities.
4. Membership in National Diversity Committees: Society for Industrial and Applied Mathematics (SIAM) Diversity
Advisory Committee and the National Doctoral Math Alliance (NDMA)
5. Academic Affairs Community of Transfer Researchers (AACTR)---Created for transfer students in the sciences at
Mason.
6.

Project MOST: Mason Outreach in STEM for Teachers---Prepares science educations to teach populations of

underrepresented students.
7.

COS Virtual Learning Community

8.

Diversity in Science & Technology (DST) Industry Seminar Series

9.

New Academic Cooperation with Edu-Futuro and the College of Science

10. Graduate Learning Assistants in Mathematical Sciences (GLAMS)
The following have been identified as barriers to success as the college moves toward a more diverse, equitable and
inclusive college:
Access to all the data required to baseline current status(es)
Allocated funding (i.e., resources, recruitment, outreach, marketing, training, salary equity, etc.)
Implicit and explicit basis
Macro and Micro Aggressions
Lack of full buy-in and support from students, staff and faculty
Lack of understanding --- the expectations and/or role and responsibility for College of Science administrative
employees
Lack of full autonomy for hiring, recruiting, paying, etc.
Lack of understanding what DEI is and is not
Lack of trust and respect amongst students, staff and faculty
Lack of accountability amongst students, staff and faculty
Lack of collaborative nature
It is important for the college to identify the known barriers to success, so that a mitigation strategy for each of the barriers
can be developed in support of the college moving toward becoming an exemplar in inclusive excellence.
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ADMINISTRATIVE LEADERSHIP
Embodies and reinforces diversity, equity and inclusion throughout the college at all levels of engagement
to include, but not limited to representation that is inclusive of various dimensions of diversity within the
leadership team, faculty, staff, students communities to which we serve. Providing a psychological safe
space for continued learning and growth within and outside of the College of Science.

The administrative leadership team, based on the December 2020 revised organizational chart

(see

Appendix A), does not reflect the multidimensionality of diversity nor does it reflect the enrollment
diversity of student majors in the College of Science. The dean of the college is Hispanic/Latino;
however, there are no persons of Black/African-American/African or Hispanic/Latino or Indigenous
People in the senior administration at the Assistant/Associate Dean/Director level (row 3 of the org
chart). The current leadership level consists of the following: 1 Asian male, 1 bi-racial female; 4 white
females and 2 white males. Even though recent COS Annual Reports have touted “diversity” in the
leadership team there are challenges that must be overcome in order for the College of Science senior
leadership team to incorporate and reflect heterogeneity in composition and diversity.
Absent from the leadership team is a much-needed full-time Chief Diversity Officer (CDO), which is
critical to the growth and sustainability of diversity, equity, and inclusion in the College of Science. A
resounding theme from each of the core subcommittees (Faculty Hiring and Retention, Undergraduate
Student Retention-Success and Degree Attainment, Graduate Student Recruitment, and Staff Hiring to
Advance Diversity) is an urgent and immediate need to hire a fulltime CDO and an associate CDO,
thereby enabling COS Administration to function holistically in all aspects of diversity, equity, and
inclusion (DEI). To that end, the following items are being put forth, not solely as SMART goals, but
also actionable items wherein some go into effect during Spring 2021.
1. Create a permanent and fulltime Chief Diversity Officer position to serve as the leader for diversity,
equity, and inclusion. (Spring 2021---draft language to define and advertise position)
a. Hire an Assistant or Associate Dean of Diversity, Equity & Inclusion / Chief Diversity
Officer via an open/national search ---(August 2021 start).

Aligns with ARIE Taskforce

organizational chart proposal being presented to President Washington, wherein each college
will hire/employ a fulltime CDO.
i. Each Local Academic Unit (LAU) select/appoint a faculty member AND a staff member to
serve as DEI point of contact in the department. These representatives will form the critical
infrastructure for sustainable DEI in the College of Science. (February 2021 appointments for
members to work to develop the COS Inclusive Excellence Plan)
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1. Based on effort, coordinate with department chair for departmental bylaws requirement for
service and/or teaching requirements (as stated in LAU workload policy). (Invisible labor can
overly tax faculty and staff, which is currently the case---burnout).
2. Stipends for faculty and staff DEI representatives (budget for FY21-22 and going forward)
ii. At least one undergraduate and one graduate student within the College of Science selected
to represent the Student Voice for DEI matters (4 focus areas, therefore 4 undergraduates and 4
graduate students needed).
b. Develop an operational budget line item for programming, travel, professional development,
recruitment (Spring 2021) for the incoming CDO.
c. The CDO and Assistant CDO will work with LAU appointed representatives (COS-DEI Council)
i. Continue work established during ARIE Taskforce and further support DEI efforts at the
university and within COS.
ii. Develop a College of Science DEI webpage. (draft by May 2021)
d. Hire an administrative assistant to work with the Assistant/Associate Dean of DEI (CDO).
(August 2021); Administrative assistant will
i. Provide support to CDO of the college.
ii. Provide timely communications and updates regarding DEI issues.
iii. Ensure website information and resources kept up to date.
e. The CDO and Assistant CDO will evaluate efficacy of dean’s staff, associate and assistant deans,
and department chairs/program directors’ commitment and implementation of DEI goals. (March
2022)
2. The CDO of DEI will work with LAU representatives (faculty and staff, as well as students)
a. Review and approve DEI plans for each LAU
b. Training and workshops
c. Hiring process (faculty and staff)---checkpoint for short list (f2f) interviews to ensure diversity
representative of initial applicant pool composition of qualified applicants
3. The CDO, along with support of the COS Dean, will require annual DEI training and certification for
all administrative and professional, instructional and research faculty, postdocs, GTAs, GRAs, nonstudent wage, wage, and work study employees in COS.
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4. The CDO and Assistant CDO will work alongside the Chief Business Officer (CBO), Associate Dean
for Academic Affairs, and the COS Scholarship Committee to ensure fair and equitable allocations for
budgetary considerations, vetting and selection for scholarships awarded to postdoctoral, graduate and
undergraduate students, i.e., COS Promise Scholarship, Departmental GRAs funded by COS. (Spring
2022)
5. The CDO and advisory committee will develop a survey, whereby, instant and anonymous feedback
can be provided to the CDO and COS Dean, alerting them of trouble areas that need immediate attention
in the organizational structure. Currently, faculty and staff do not have a means of providing anonymous
and earnest feedback that captures actions of disrespect, lack of civility, acts of aggression and
condescension, etc. by members of the College of Science community. The feedback mechanism will
develop actionable and accountable assessment of operations, from a ground up approach. Department
chairs and program directors, associate chairs, administrative assistants, fiscal services technicians, and
associate chairs for research will provide, via electronic surveys whereby anonymity is maintained,
annual feedback that will factor into the performance evaluation of each member of the dean’s staff that
they worked with during the evaluation period.

FACULTY HIRING AND RETENTION
To cultivate a culture of diversity, equity and inclusivity that supports the success of faculty at all levels—
tenure stream, term and adjunct faculty.

The areas of faculty recruitment, hiring and retention (tenure stream, term and adjunct) have been
identified as a priority for the sustainability of the College of Science, in terms of competitiveness in the
R1 Carnegie classification, and the quality of educational programs that prepare students for next level
success.
Data obtained from the university dashboard during the past 5 years indicate that, on an annual basis,
there has been a gradual decline in the total number of tenured faculty members in the College of
Science.

The attrition rate is of great concern and cannot be overlooked.

The actual breakdown of

tenured faculty by race/ethnicity is provided in the table below the bar graph.
Focusing on Fall 2020 as a recent benchmark, the three groups readily identifiable as underrepresented
include Black or African American (1.8%) and Hispanic or Latino (1.8%) and Indigenous People (0.0%).
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Five-year trends of tenured faculty in COS, with respect to gender, also present a glaring bias that favors
male faculty members. As can be seen below, tenured male faculty that identify as Black or African
American, Hispanic or Latino, and Indigenous collectively made up a paltry 3.5% of the total, whereas
those that identify as White tend to make up, on average, approximately 70% of tenured male faculty. It
should be pointed out here that only one of the tenured Black/African American male faculty members
was tenured through Mason (2002); the other one was hired with tenure at the Full Professor level
(January 2020).

Therefore, the level of COS commitment to recruit, hire, mentor and tenure

Black/African American male faculty members during the past 20 year has been nonexistent. This does
not

create

a

welcoming

nor

supportive

environment,

nor

does

it

appeal

to

members

of

URMs/minoritized/marginalized highly qualified candidates seeking tenure track positions.
When considering the number of tenured female faculty across ethnicities, only 27 out of a total 113
tenured faculty members (or approximately 24%) are female. An even bleaker indicator (refer to
Appendix B) indicate that COS Black/African American and Indigenous females are missing altogether
among the tenured female faculty ranks. As in the case with the tenured male demographics, the abysmal
numbers within these categories do not make the university, and especially COS, attractive to highly
qualified potential faculty members across all ranks. SIMILAR DEMOGRAPHICS can be found in the
term faculty ranks.
It would be remiss, at this point, to not highlight the disconnect between the gender composition of
tenured and tenure-track faculty in COS departments with respect to the makeup of the undergraduate
majors in the local academic units.
AOES, BIOL, CHEM, and ESP (% female tenure stream) faculty do not align with the composition of the
undergraduate majors, which indicates that COS (and the academic units) have not properly addressed
the demographics of the student body. FRSC is a program and is not comprised of tenured professors;
NEUR tenured faculty do not have primary assignments in NEUR.

Even though the data for GGS

appears to somewhat align with the composition of undergraduate majors, a detailed look (data from
OEIP’s website) is needed in order to assess the efficacy of the department’s hiring of tenure stream
faculty.
In parallel to the missives presented by the ARIE Task Force, we find that similar initiatives are required
at the COS level in order to develop a culture of DEI.
SMART GOAL 1: Each department request and hire, through a target/direct hire mechanism, a minimum
of one tenure stream faculty in each of the deficient demographic areas highlighted above. THIS WILL
REQUIRE DEDICATED EFFORT in terms of recruitment, job ad placement, commitment on the part of
COS Administration (Dean, Associate Dean of Faculty Affairs, HR, CBO and newly hired full-time CDO
and assistant CDO for COS and other diversity champions).
11

1. Faculty positions are not approved on a per annual basis for each department. Therefore,
departments can consider hiring faculty (interdisciplinary research and teaching capabilities)
that will have dual placement in 2 COS departments (similar to the TTIP process currently being
used). Secondarily, faculty positions and availability are budget dependent. Longer range plans
for “cluster hires” can be used to recruit and hire several faculty with related and
interdisciplinary, as well as transdisciplinary, research interests---capable of developing new
technologies, research centers, etc.
2. COS will plan and budget for targeted DEI hires for the 2021-2025 fiscal year periods. This will
demonstrate dedication to increasing diversity of highly skilled faculty (at all levels) to teach a
diverse body of students.
3. Successful outcomes/measures of success will be determined based on the actual number of
faculty recruited and hired during each cycle.
a. A secondary measure of success (for tenure stream faculty hired for FY22) will be successful
mentoring of the faculty through the first 3-year contract, meeting the metrics established by the
local academic unit (LAU), and getting renewed for a second 3-year contract, which leads toward
tenure. This outcome will be determined at the end of FY24 (or AY23-24) or FY25, allowing for
adjustment of budgetary considerations, funding, and approval of faculty positions for the
department(s).
b. A tertiary measure of success (for tenure stream faculty) will be research productivity,
proposal writing, NSF or NIH-CAREER Awards, recognition for research and teaching (by
students, peer evaluation by faculty, and by COS). Coupled to this metric will be quality of work
life and retention as dedicated faculty member within COS.
4. In order to bring this to fruition, COS will need to take on the fiduciary responsibility of
allocating funds for hiring authorities (department chairs or representatives) to attend and recruit at
regional and national STEM meetings that cater to large numbers of doctoral individuals from
categories “classified” as URMs, i.e., SREB, NSBE, NOBCChE, HSPE. Job advertisements must be
front and center in journals affiliated with the previously named organizations-----not lost in the
jumble of small print ads.
5. Alternatively, to offset #1 above-----design and offer potential target/cluster hire faculty an
opportunity to engage in research and teaching, as a visiting assistant/associate professor; then
expedite hiring when funding approved by SCHEV/BOV entities.
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SMART GOAL 2: The following components have been identified as key steps toward ensuring a
paradigm shift in COS developing a true culture for faculty recruitment, hiring and retention----tenure
stream, term, and adjunct. It should be pointed out here that adjunct faculty are hired on an ad hoc basis
and do not require the same level of administrative involvement or oversight.
1. The Senior Associate Dean of Faculty Affairs (SADFA), in conjunction with the COS
Assistant/Associate Dean or Director of DEI, must be involved in the process.The Senior Associate
Dean of Faculty Affairs, who also represents the administrative leadership arm of the organization,
works closely with department chairs and program directors on a regular basis.
a.

The SADFA and Assistant Dean of DEI will ensure that a Diversity Champion is assigned to

each search committee prior to HR approvals for job postings being routed to the Provost, CDE
and higher levels for approvals.
i.

All members of the search committee will be required to complete specified and agreed up

training modules/workshops (face to face mode during normal operations), which include, but
are not limited to, Implicit Bias Training, Title IX Training, Sexual Harassment & Prevention.
ii.

At least one graduate student and one undergraduate student must be included during the

interview process. The rationale here is that the student voice must be taken into consideration
for these critical hires, keeping in mind that tenure stream and term faculty will serve both
populations in teaching and/or research activities. Therefore, finalists must be effective
communicators, sincere about DEIR and mentoring.
b. Ensure that departments are held accountable for the entirety of the search and hiring process.
Only faculty that have completed all of the necessary trainings will be allowed to meet with
faculty candidates. Rationale---This eliminates the probability of faculty members operating in a
rogue manner, whether verbally or electronically or otherwise, that may open the university up to
litigation processes and negative publicity. This is a preventive measure.
c. Ongoing DEI training, webinars and workshops throughout the academic year for all faculty.
2. Salaries, Startup packages and resources for tenure stream faculty must be improved in order to be
more competitive, thereby increasing the likelihood of securing highly qualified and limited numbers of
marginalized/minoritized faculty.
a. Research lab space, office space, reduced teaching loads during the first 3-year contract,
additional GRAs and at least 2 GTA slots from already funded/sponsored positions will be critical.
i.

Recommended teaching load for tenure stream faculty: (0:1 for the first AY; 1:1 during the

second AY; 0:1 during the third AY).
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1. Rationale—During the first academic year, a huge lift is required getting lab equipment
ordered, placed, coordinating with facilities, etc.During the second AY, the faculty
member is training research students, teaching, applying for grants, maximizing efforts in
research and teaching. In the third AY, the faculty member assembles the voluminous
renewal packet in order to secure a send 3-year contract, which will lead toward
tenure.Therefore, the teaching load during the fall semester of year-3 should be zero (0).
b.

In order to provide greater successful outcomes for tenure stream faculty, starting dates need

to be moved to mid-June or early July. This gives the research faculty member additional time,
free of teaching responsibilities, committee work, etc., to get acclimated and gain a foothold that
will increase research productivity likelihood for the fall semester.Historically, tenure track
faculty begin during the fall semester and are overwhelmed with elements from 2(a) above, in
addition to teaching in a new environment, resulting in less than desired/unfavorable outcomes.
We must change the start dates and demonstrate that we are serious about investing, on the front
end, in the success of our newly hired tenure track faculty members.
c.

Departmental mentors and COS mentors need to be assigned to work with new faculty

towards their professional development. This applies to tenure track, term, and adjunct
faculty.REQUIRE teaching/instructional delivery workshops that are provided by the Stearns
Center.
SMART GOAL 3: Startup salaries for term faculty need to be more closely aligned with those in VSE
instead of the grouping that COS term faculty are relegated to on the Provost’s website.
1. Placing COS Term Faculty minimum salaries in Group B (COS, CHHS, S-CAR, SCHAR, SMSC)
does not follow external market standards for determining starting salaries---especially persons with a
PhD in a STEM discipline. This has contributed to the lower morale of term faculty, further
subjugating them to second class citizenry among their PhD peers in COS, and at the same time
communicating a message that their equivalent hard work to attain the degree is automatically
devalued, simply based on the position at the point of hire. We must eliminate this type of
EXCLUSIVITY and create more of an INCLUSIVE/APPRECIATION culture.
2. In order to ensure continuity of research productivity, coupled with the ability to mentor
undergraduate research students, the College of Science needs to provide dedicated undergraduate
research space (SHARED SPACE) in which faculty from across disciplines in COS can conduct
research, as well as guide students during research endeavors.
a. Doing so will increase the number of undergraduate research opportunities.
b. Increased opportunities for interdisciplinary projects and group or collaborative projects will
be possible.
c. Targeted efforts at increasing URMs in OSCAR, ASSIP, FOCUS mentoring activities can be
promoted and monitored to better guide students, especially since the majority of the term
professors (STEM Accelerator faculty) are located on the Fairfax campus.
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d.

Teaching Loads for term faculty need to be rationalized so that they allow time for

professional

development,

course

development

or

any

other

curricular

development

opportunities.
i. Faculty teaching lectures with enrollments >100, which require hand grading of exams
(no grading assistant, GTA, etc.) should be limited to one (1) large lecture section and two
(2) smaller (<30 enrollment) sections.
1. Office hours, emails and interactions with large enrollment sections more than offset
the one additional course (small section) that a term faculty member would be required
to teach.
2.

Currently, term faculty are overwhelmed with the academic teaching load in place,

which results in rapid burnout and turnover of very effective and excellent instructional
faculty. This has contributed to the attrition rate, to a degree, that has contributed to the
erosion of high quality teaching, student engagement, and mentoring within COS.
3. Annual workshops with COS level HR officials, which allow term faculty to freely hold dialogues
and learn more about procedures, as well as how to advocate for self, articulate needs and goals, should
be a mandate. Currently, many term faculty are clueless when it comes to the policies and procedures,
especially when it comes to promotions, raises, salaries and negotiating, etc., As a result, it is often too
late to correct inequities in merit review ranking or salary adjustment exercise, leading to disgruntled
employees and greater attrition rates.
4. Require departments in COS to update their Bylaws and include verbiage that addresses roles of
term faculty and adjunct faculty. Some departments do not include Term Faculty in their Bylaws---thereby increasing their invisibility and feeling of not being important to the organization known as
COS.
5. Pay scale for adjunct faculty—The pay scale/band for adjunct faculty, including those that have
terminal degrees, pales by comparison to what surrounding community colleges and universities offer.
The meager subsistence provided creates yet a third class citizenry, with respect to value of having
earned a terminal degree and years of experience as an educator. Administration needs to take
proactive steps during the upcoming budget cycle (FY22) to increase pay for adjunct faculty.
Additional recognition for effort and accomplishments are needed; INCLUSION in departmental
meetings and events, COS events need to be made a priority.Most departments do not include Adjunct
Faculty in their Bylaws----thereby increasing their invisibility and feeling of not being important to the
organization known as COS.
6. Develop an Academic Pathways program similar to what Vanderbilt University and others already
have in place
7. Advertise and recruit tenure stream faculty from existing Academic Pathways programs.
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STAFF HIRING TO ADVANCE DIVERSITY
AND RETENTION
As described in the Administrative Leadership section there is a need to recruit a person fully dedicated
to diversity, equity and inclusion. This subcommittee is recommending that an Associate Chief Diversity
Officer (SMART Goal 1) by hired to fully support the college. There are currently two CDOs - one that
represents staff and one that represents faculty; neither of them are fully dedicated to the positions. This
work is continuous and will require full time attention and thus a full-time employee is needed. The
ACDO would be hired as a classified staff member who would serve alongside the proposed Chief
Diversity Officer for the college. It is imperative that this person be a classified staff member because
there is currently no one in the College of Science leadership team who represents staff. Faculty is
represented by the college faculty senate as well as by the Senior Associate Dean. The ACDO would
certify the searches of staff and wage employees to ensure the diversity of the applicant pools. This
person would work closely with the College of Science Human Resources and Communications team to
drive design and implementation of strategic messaging around the college's DEI initiatives and plans.
They will also create a quarterly or semi-annual report on new faculty and staff hiring and the diversity of
the pool of candidates from departments, so we can gauge the progress of our diversity goals. The ACDO
would be heavily involved in recruitment efforts and retention. This position will be responsible for
identifying diverse recruitment platforms and advertising outlets. They will also have knowledge on
which sites are more typically utilized by diverse candidates. This position will be familiar with DEI
trainings/workshops and will assist the CDO in assigning and/or creating requirements and opportunities
for the COS community that support the mission of inclusive excellence and promote open and continued
discussion. The title for this position is tailored to the selected finalist.
Currently COS faculty and classified staff are required to take training on Export Compliance, Title IX,
and three Compliance Diversity and Ethics (CDE) trainings. CDE training include the following:
Intersections: Preventing Discrimination and Harassment, Tools for an Ethical Workplace, Bridges:
Building a Supportive Community. Those serving on a search committee are required to complete search
committee training. However, hiring authorities are not required to take search committee training.
SMART Goal 2: Implement mandatory recurring training for all faculty and staff. To include anyone
hiring for positions this is inclusive of student wage and work study included. After mandatory training is
implemented, training opportunities will be offered to staff and faculty that build awareness, foster a
more inclusive community, and continue the conversation of diversity, equity, and inclusion in COS. The
mandatory training recommended must be renewed annually by faculty, classified staff, non-student
wage, Graduate Assistants (GTA/GRA/GPA). Failure to complete training will hinder promotion,
eligibility for rehire and contract renewal.
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SMART Goal 3: This committee will support the interests of the college's staff and non-student wage
employees by establishing a College of Science Staff Advisory Committee. While faculty at Mason have
a clearly defined community and voice, staff are missing a similar support system. Staff face many of the
same challenges as faculty but do not have a formal outlet to provide input into creating solutions and
allocating resources. As a result, staff are prone to becoming disengaged and less productive. Unlike
faculty governance, members of this group will not have voting rights. Instead, the intent is for the
leadership of the committee to serve in an advisory capacity representing the staff perspective. This
collaborative group will also work to support college staff members through initiatives including, but not
limited to; recognition, professional growth and development, civility, inclusion, and providing a staff
perspective in key areas of college operations.

UNDERGRADUATE STUDENT
RECRUITMENT, RETENTION/SUCCESS,
AND COMPLETION
Prior to the implementation of goals, an evaluation of Undergraduate Programs/Courses and Assessment
of Inclusive and Equitable Organizational Culture must be completed.

Comprehensive evaluation of

College of Science academic degree programs and courses, and qualitative data from students and alumni
will be completed prior to December 15, 2021, to identify specific equity gaps among minoritized and
underserved groups.

This evaluation will support a data-driven approach to addressing gaps and

designing programming for prospective and current COS undergraduate students.
The college will engage in a comprehensive data collection and evaluation process to be disaggregated by
specific categories of race/ethnicity, gender, first-generation, transfer students, Pell-eligible students,
international students/students on temporary or no visa status, post-traditional students, militaryaffiliated students (24+), rural students (and any other available data on minoritized and under-resourced
populations). This effort will include aggregate reports on data on differently-abled students, studentparents, and youth in foster care.
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SMART Goal 1: Utilizing evaluation data, COS will develop and implement a comprehensive four
year outreach and recruitment redesign that centers on diversity, equity, and inclusion.

This

redesign will support undergraduate student access and readiness for STEM programs of study,
demonstrating statistically-significant increases over a five year period in the matriculation, firstyear student success, and first-to-second semester/year retention of entering COS freshmen and
transfer student populations from minoritized and underserved groups.
The College of Science will develop and implement an annual recruitment and outreach model that
engages minoritized and underserved groups, engaging Dean's Office and Departmental Faculty/Staff in
the development and implementation of outreach and recruitment that engages and prepares prospective
Mason Science students for success in STEM undergraduate study.
SMART Goal 2: The College of Science will implement a mandatory Equity and Inclusive
Excellence Curricular and Cultural Redesign that, within four academic years will demonstrate
statistically-significant increases in student success, annual retention, student engagement, and
credential completion of entering COS freshmen and transfer student populations from minoritized
and underserved groups.
Complete a comprehensive internal process to enhance equity and inclusion to improve COS
undergraduate retention/success and completion.
SMART Goal 3: COS will engage in a two year Experiential Learning redesign to enhance access to
high impact practices and address equity gaps.
This redesign will assess and address systemic barriers in access, recruitment, selection, training and
mentoring/supervision of students participating in K-16 research programs offered by the College of
Science.

Within four academic years of implementation, establishment of a High Impact Practices

Working Group and recommended policy changes will demonstrate statistically-significant increases in
participation among students from minoritized and underserved groups in COS undergraduate research,
K-16 research programs, and other high impact practices. At this time, there are strong concerns that
high impact practices such as undergraduate research are not administered equitably within the College
of Science. It is necessary to evaluate specific equity gaps, and address persistent gaps in equity and
inclusion among COS K-16 research programs to enhance access to and participation in high impact,
career-formative experiences for minoritized and underserved groups.
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GRADUATE STUDENT RECRUITMENT,
RETENTION AND DEGREE ATTAINMENT
Now, more than ever, the nation needs well-prepared STEM professionals as the workforce growth in
STEM continues to outpace overall workforce growth (Khan et al., 2020). Despite this growth, women
still make up only 29% of physical scientists (they are 52% of the college educated workforce) and
African Americans make up less than 5% of the physical science bachelor's degrees. As we can see in the
national statistics and likely in our own statistics if they were not so difficult to access, we have a long
way to go to reach parity with the US population in STEM degrees awarded. The numbers in the Mason
data also show that we must look at the trends by department, not by College. Women are not
underrepresented in every department so while we include them in our underrepresented categories in the
physical and mathematical sciences, we should not in the biological sciences. Because of the differences
in demographics, we need to be mindful of the local units as we approach this work.
Making progress in diversifying the STEM workforce depends heavily on improvements in graduate
education. Many of the careers in these fields require graduate degrees, so without diversifying graduate
programs, we will not be tapping the potential of the full population and we will not be making progress
towards the large goal of a diverse and inclusive workforce.
Despite years of small efforts to diversify STEM, progress has been extremely slow. This committee
looked at mechanisms that can make significant progress in our programs now. These mechanisms are
important to the workforce as a whole, but also to Mason as it looks to be a leader in providing a diverse
and inclusive education to our students.
A major impediment to our efforts is access to clear data on the current attrition and enrollment numbers
of graduate students. To accurately gauge progress in our diversity goals, we must have access to more
and better data so we can track where we are, make informed and reasonable goals and benchmarks, and
track the progress of our SMART goals. Data must be collected from the applicant level throughout the
student’s time at Mason so we can be confident in knowing that our recruitment and retention efforts are
effective. Specifically, we need data on the demographic breakdowns of departments and who is
applying, accepting, enrolling, and if students are leaving, exactly when they leave. A notable gap in our
knowledge is which students are leaving year to year, and importantly, if this is with a degree or not.
SMART Goal 1: Creating College-Level Graduate Student Fellowships
Year after year, the academic units of COS lose quality graduate students due to a lack of funding. Our
annual stipends are not competitive compared to our peer institutions, such as University of Maryland,
Georgetown University, and Virginia Tech University.
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Graduate students, especially those from underrepresented groups (URG), face a myriad of challenges
when applying, enrolling, and attending graduate school. Lower than average stipend rates inhibit
students from managing the high cost of living in the Northern Virginia area, often times forcing them to
live in less-than-ideal lodging or taking on high amounts of debt to afford necessities.
Increasing the minimum stipend rates to $20,000 for Master’s students and $30,000 for PhD students per
academic year (AY) (August-May) will alleviate some of these burdens and attract more graduate
students to apply, thereby enriching our pool of applicants and our population of admitted students.
While increasing the minimum stipend rate is a good and necessary start, we also need to increase the
number of funding opportunities for graduate students. The current landscape of graduate student funding
does not support enough students. The College supports a handful of Graduate Teaching Assistants
(GTA) per department each year, while Graduate Research Assistants (GRA) positions are dependent on
the funding available to an individual faculty member. The College supports some GRA funding in new
faculty start-up packages, however this is often only enough for 1-2 years of funding and given just the
one time as a new faculty benefit.
During AY 2021-2022, the College will support one GRA position per department as a result of the
university reducing Provost Scholar funding. Although the university offers some graduate assistant
positions, these positions have limiting eligibility criteria, such as the GRE requirement or availability
for new admits only. We are recommending for the College to create and fund College-level Research
Fellowships directed towards supporting students from URG, as well as to provide funding through
summer months (May-August).
Once enrolled in our graduate programs, students face still more obstacles. Funding is often only
available for a few years (anywhere from 1-4), or not guaranteed at all, and many times summer positions
are not offered until late in the semester, after deadlines for internships or other opportunities have
passed. We are recommending the College support summer funding at $10,000 for URG students to
bridge the gap from one AY to the next. This would allow for continuity of research and work, as well as
alleviate the need for loans to cover bills or to return home which can be costly. We are also
recommending the College create a fund dedicated to supporting PhD students in their final year. This
fund would be a scholarship award setup for PhD students as financial assistance only, without a teaching
or research component. Improved advertising will be paramount to ensuring both prospective and current
students have clear and easy access to all the opportunities.
By increasing the stipend amounts, offering more graduate positions locally, and dedicating support for
URG students, we can remove many of the existing barriers for the students who are either not applying
to our graduate programs or declining our admissions offer. The College will attract more prospective
graduate students and will improve the diversity of our student population.
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SMART Goal 2: Improving Mentorship for Graduate Students from Underrepresented Groups
Graduate students from underrepresented groups often have different and more limited access to
informal knowledge networks in universities. Women of color, in particular, who are routinely the sole
women of color in their lab or program (Ong et al, 2016), may lack access to knowledge that others may
have through normal social networks. One of the ways to address this is to provide support to URG
graduate students through targeted mentorship programs. COS should create two mentorship programs
for graduate students from URG, focused on challenges that students from underrepresented
backgrounds face. The graduate students who generously served on our committee spoke about the lack
of transparency in COS (how to find funding, what opportunities exist, what deadlines were important,
and that mentorship would be one way to address that systemic barrier.
From the literature on mentorship in university settings, we know that race and gender matter in
mentorship relationships, that white male faculty do not understand the challenges racial and gender
minorities face and have difficulty appropriately guiding others through the complex gendered and
racialized university landscape (Blake-Beard et al, 2011; Zambrana et al., 2015). This is problematic
because mentorship is particularly valuable to women (Bilmoria et al., 2006).
We suggest the creation of a faculty committee to establish and implement two mentorship programs for
URG graduate students. The first program, focused on peer mentorship, will pair less experienced
graduate students with more experienced students of similar backgrounds. Because mentorship is time
intensive and because these older graduate students would be legitimately engaged in equity work on
behalf of the college, we recommend the college financially compensate graduate mentors from URG
with a $1500/semester stipend for their participation. We also recommend the dean establish a Dean’s
award in the amount of $1000 to honor excellence in graduate peer mentorship. In the pilot year of the
program, mentors will be selected from advanced graduate students, alumni and current postdoctoral
fellows. Alumni and postdoctoral fellows will continue to be included in the mentorship program
beyond the pilot year. The committee can consider cohort models and specific mechanisms for pairing
graduate students with peers.
As part, or separate from the mentorship program, the committee should establish both funding for and
partnership opportunities for graduate students from URG to attend and present at conferences. The goal
should be for early grad students to attend conferences with peers, watch older peers present, and
eventually present themselves. The committee can suggest that these funded graduate students also
spend a small amount of time at the conference in recruitment efforts (Goal 3). We suggest funding for
this for any eligible grad students from URGWe recommend initial funding for 20 students, who
hopefully are attending in pairs, or small groups. We estimate each student to need about $2500- $3000
total for conference fees, hotel, flights, transportation and a daily allowance for food, and any other
reasonable expenses that would facilitate conference attendance. Total initial funding is requested in the
amount of $60000 per year, though we hope this program grows in size and scope.
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But peer mentorship will not fully address the issues that URG graduate students face. Because of that, we
also suggest that the faculty committee explore and make recommendations about the implementation of a
training program on inclusive mentorship to be provided to all COS faculty.
This training would begin the process of helping all faculty understand how to effectively and proactively
mentor students from URGs. We envision that both of the committees will be housed in the Dean’s office
and

require

ongoing

support,

maintenance

and

revision.

The

faculty

committee

should

make

recommendations about where these programs should be finally established and institutionalized within the
college.
SMART Goal 3: Making the Graduate Admissions Process More Accessible, Transparent, and Fair
Prospective students primarily learn about our programs through our College website and departmental
webpages. Program highlights, funding and project opportunities, and student achievements should have a
prominent home on the website. Many of our current students are unaware of the opportunities available
within the College. They rely on peer to peer information transfer or advise from their faculty advisor. If
current students are unaware of the myriad of opportunities present within the College, how can we expect
prospective students to find this information?
Graduate admissions is the first step all our students must take if they are interested in enrolling in a
graduate program at Mason. It serves as a gateway for our students, but all too often it becomes a barrier,
particularly for students from underrepresented groups. It is a financial barrier, it is often an opaque
barrier, and the application process can be biased against students from these groups. The first step in
broadening participation in our programs and making them more welcoming is to modify this process. This
goal seeks to make the admissions process more accessible, transparent, and fair.
As the graduate students of our committee spoke to from first-hand and shared experiences, we quickly
learned that the current graduate admissions process can be convoluted and financially unattainable for
many prospective students from underrepresented groups. We are recommending several modifications to
the admissions process that will work to combat these barriers. Many international students, who have
never applied to a program at a US institution, are unfamiliar with the admissions process and are unsure if
they are even viable candidates for our graduate programs. This goal seeks to de-mystify the admissions
process by clearing detailing the requirements and expectations of the student. Because students are unsure
if they are viable candidates, the application fee becomes a major financial barrier and an investment that
students from URG are unable to commit to.
We are recommending for COS to create a fund dedicated to waiving some application fees for URG
students, increasing the number of URG students who apply. We are also recommending for COS to create
a formalized process for offering some pre-screen opportunities for prospective students.
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These two recommendations would help to significantly reduce the barriers students face when
beginning to think about applying to our graduate programs.
Other smaller, but no less significant barriers, include the testing and test score requirements, such as
the GRE and TOEFL. While departments have been asked to remove the GRE requirement due to
COVID-19, this may be an admissions requirement that can be removed altogether. If test scores are
required, only requiring students to upload unofficial test scores at the time of application would make
the admissions process slightly easier for students, again increasing the number of students who apply to
our graduate programs. Lastly, our deadlines for decisions regarding the application and admissions
process are much later than our peer institutions. Often times it’s too late for international students
requiring visas. Because our decision letters reach students later, we lose out on quality students who
receive decisions from other institutions earlier. We are recommending that COS announce graduate
assistantship budgets to departments earlier, so decisions can be made, and students notified earlier.
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From an industry perspective, STEM continues to be dominated by white men.
While women and non-white people of marginalized communities continue to be
underrepresented. According to the National Science Foundation (NSF) the
STEM workforce is 89% white and 72% male; while the overall workforce is

INSTITUTIONAL IMPACT

78% white and 53% male. In the United States there are currently more nonwhite children than white children; and half of all children born are identified as
female. STEM fields do not currently reflect the diversity of our country, and
neither does the College of Science.
With that at the top of mind, the College of Science brought together a diverse
group

of

contributors

(students,

faculty,

staff,

and

administrators)

to

collaboratively developed SMART goals that represent the change/culture shift
that is desired within the College of Science community. To address the
opportunities of growth within the College of Science the subcommittees
explored the dimensions of diversity; defined what equity and inclusivity looked
like for the college; reviewed the data; shared experiences; discussed what it
meant to be part of the Science community; and evaluated the pros and cons of
each recommendations. According to a study published in the Proceedings of the
National Academy of Sciences a more diverse team is more likely to outperform
a more homogenous team even when the homogenous team is considered to have
“relatively greater ability” as individuals than the more diverse group. Authors
of the study suggest this is because people with diverse backgrounds have
different experiences and perspectives, and because of this, they approach
problems differently, ask different questions, and develop more innovative
solutions. By being more inclusive throughout the process there was an increase
in the level of buy-in from the students, faculty, staff, and administrators. That
has led to greater sense of pride, appreciation, recognition for contributions of
ideas and being visionary leaders, as well as greater self-esteem has already
manifested within the College of Science community. This approach has allowed
students, staff and faulty to feel heard and seen as individuals and contributors to
the college’s future.
The proposed SMART Goals and the respective action steps to achieve them will
provide the College of Science community with mechanisms to improve the
recruitment

and

retention

of

faculty,

staff,

and

students

from

diverse

backgrounds using well established evidence-based practices. By being more
inclusive, the likelihood of scientific success is higher, promoting economic
growth and competitiveness. Studies have shown that a sense of belonging or a
lack of thereof affect academic success.
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A lack of representation among faculty members and lack of
cultural awareness by faculty can be intimidating for students
and employees. The College of Science is actively working with
academic and administrative units within the college to embrace
the various dimensions of diversity to support justice, diversity,
equity, inclusion and civility in everything the college does.
Research shows that systemic barriers like implicit and explicit
bias restrict marginalized communities from entering in the
STEM workforce and hinder academic success. By creating a
more inclusive environment all members of the College of
Science community will embody the core principles of diversity,
equity and inclusion. They will become exemplars of inclusive
excellence demonstrating to the world how to be advocates for
Justice, Equity, Diversity and Inclusion (JEDI) by providing
education, psychological safe spaces, access to resources,
decision making, hiring decisions, grant writing, research
opportunities, and much more to all, not just underrepresented
and underserved communities.
Taking into consideration that inclusive excellence is actionable,
the higher level accountability of the community will result in a
more diverse enrollment, via transformative methods, in our
undergraduate and graduate student populations; more equal
distribution of faculty diversity in each of the academic units, as
well as in the administrative and staff positions; a greater sense
of student pride and achievement; and the development of new
and emergent instructional delivery/research/technology that will
propel George Mason University to higher level rankings. The
cumulative effects of the actionable items outlined in the
SMART Goals will result in George Mason University becoming
a desired destination for science and learning, research, quality
of work life, collaboration and innovation across cultures,
disciplines, job classifications, and best practices. For the change
to be effective, it requires an all-hands-on deck approach to
inclusive excellence; this will, without a doubt, have rippling
effects on not just the College of Science, but George Mason
University and the STEM nationwide.
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